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CHAPTER I 
THE RESEARCH PROBLEM 
Introduction 
The relationship between man and his environment is a most complex, 
intricate, and crucial phenomenon. It is complex due.to the many-
faceted nature of man's personality, intricate in that a delicate bal-
ance between man and environment must be maintained, and crucial since 
the outcome of such a relationship will, in large part, determine the 
state of man and the state of man's environment. To view such a rela-
~·- . 
tionship and its possible outcomes first requires a view of the partic-
ipants themselves. 
By his inherent nature, man is both a rational and irrational 
being (Junell, 1970). His rational nature might be characterized by 
such terms as logic, stability, reason, structure, and direction. On 
the other hand, his irrational nature might be characterize4 by the 
opposite of these rational terms, that is, by illogic, instability, 
unreasonableness, non-structure, and non-direction. In addition, it 
might be said that man reflects the characteristics of his nature 
through both r~tional and irrational behavior which, if one accepts a 
learning theorist's view of personality, can be viewed in part as a 
response to perceived environmental stimuli. Perception is uniq~e to 
each individual and, according to Griffiths (1960, p. 145), 
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• • • is that part of the process of living by which 
each one of us, from his own particular point of 
view, creates for himself the world within which he 
has his life's experiences and through which he 
strives to gain his satisfactions. 
Thus, man, if he is to express his total nature, must be capable of 
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behaving, in view of his perceptions, both rationally and irrationally. 
Our society, in its highly·industrialized stage of development, 
is to a great extent.rational in nature. This is evidenced by a general 
"can do" attitude which implies that there is some.rational means to 
any end state. Our society is also characterized by goal oriented 
institutions which, to varying degrees, reflect the rational elements of 
a bureaucracy. Schools within such a society are no exception. They 
too are characterized by such bureaucratic elements as.a division of 
labor, a definition of staff roles ~s offices, a hierarchicordering of· 
offices, and operation according to rules of procedure (Bidwell, 1965). 
Merton (1969, p. 49) implies incompatibility between.rational and 
irrational elements within a system as he indicates the chief merit of 
bureaucracy to be, 
••• its technical efficiency, .with a premium placed 
on precision, speed, expert control, continuity, 
discretion, and optimal returns on input. The 
structure.is one which approaches the complete 
elimination of personalized relationships and 
nonrational considerations. 
What happens then, when man is placed in an environment which emphasizes 
rational behavior and limits or prohibits irrational behavior? What 
happens when the environment prohibits the full expression of man's. 
nature? Does this situation affect man to such an extent that it 
elicits frustration, dissatisfaction, disgust, or alienation? How does 
man react when he finds himself in such a rationally oriented environ-
ment? 
.... , 
•· 
• I ' ;I 
'' I 
.. 
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These questions are extremely complex and, at present, are largely 
unanswered. A very general answer may, however, have been alluded to 
by Stern (1969, p. 727) who, in reporting a study of the effects of 
intra-institutional environments at a large university states, "An 
environment must be suited to the species; if it isn't the organisms 
either die, or go elsewhere." 
The prese~t study will focus on one aspect of the complex questions 
posed above: to test perceived need satisfaction as a possible factor 
with respect to teacher permanence. The orientation of this study is 
such that it does not prostitute the idiosyncratic nature of the 
perceived need satisfaction variable. Rather; it retains this aspect 
through development of an instrumen.t with inherent characteristics such 
that the.instrument becomes separate and distinct for everyrespondent. 
Statement of the Problem 
The present study will explore the perceived need satisfaction of 
public school teachers as a possible factor with respect to teachers' 
willingness to persist within a particular high school. 
The basic question tc;> be answered is, "Does perceived need satis-
faction comprise a possible factor with respect to teacher permanence?" 
Significance of the Study 
Although several studies have been conducted within the area of 
need satisfaction, the present study differs from oth.ers. in this area 
in terms of the technique employed. The urliqueness of the present 
approach lies.mainly in development of instrumentation for determining 
perceived need satisfaction. Of primary importance during this 
developmental period was· the consideration that individuals are unique 
organisms, .each with .its own weighted hierarchy of wants and desires. 
In view of the above consideration, the only appropriate scaling 
technique to employ appeared to be·one resulting in data of an idio-
syncratic nature. that. is, a technique which produces an instrument 
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with inherent characteristics such that the inst.rument elicits data 
which is weighted, separately and distinctly, for every individual re-
spondent. Thi~ technique is discussed extensively in Chapter 3. Devel-
opment of such a technique represents one contribution of the study. 
In addition, the present research will lay groundwork pointing to 
environmental areas where adaptation may result in a situation more 
conducive toward an individual's personal satisfaction. 
Definition of Selected Terms 
The following are d~finitions of selected .terms which will serve 
to promote.a better perspective and understanding of the study: 
Go.al object - objects of either a cognitive or affective 
nature which will elicit first, goal object strength; that 
is, a perceived strength of desire of the object by an. 
individual, and· second, goal object satisf.action; . that is 
an individual's perception of the degree of presence of the 
goal .object witpin the work environment. 
Goal object strength - operationally, a score assigned by an. 
individual to a goal object by placing the goal object on a 
100 point .scaled continuum representing the perceived impor~ 
tance of the goal object to .the individual. Thi.s continuum 
is. entitled. "Importance To Me." 
5 
Goal object satisfaction - operationally, a score assigned by an 
individual to a goal object by placing the goal .object on .a 
100 point; scaled continuuia represent;ing the perceived impor-. 
tance of the goal object to the school ,in which the individual 
is teaching. Goal object satisfaction, represents the indiv-
idual teacher's perception of the value or importance assigned 
to the goal .object by .the school. Value or importance is 
evidenced by the degree of presence of the particular goal 
object within th~ school environment. 
Sums of positive alge'bra:i,.c differences (I:+D) - operationally, the 
E+D value is computed for each need level through three 
computational steps. First, goal object strength and goal 
object satisf_action sc;orea for each item are objectively 
determined.. Second, the goal object satisfaction score is 
subtracted from. the goal object strength sc.ore. Items with 
negative difference scores are regarded as having "zero" 
motivation,al value and thus, are assigned a score of zero. 
Items with positive difference scores are.regarded as having 
motivational value. Thus; numerical scores of .items with 
positive differences are retained. Third, positive differ-
ence scores are summed for each o~ the .need levels. The third 
st,ep operationalizes the I:+D concept. 
Perceived need satisfaction - in the present study, perceived 
need satisfaction is defined, as: being the degJ:"ee-,of 
congruence-between an individual's perceived strength .of 
desire for an object and his perception of the presence of 
the same object within the .work.environment. Operation,ally, 
perceived need satisfaction is indicated by differentially 
weighted sums of positive algebraic difference scores 
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(l:+D). Weighting provides "on sight" comparability between 
scores of the various needs levels which are comprised of 
differing numbers of items. Differential weights of 1.0, 
1.2, 1.5, and 2.0 are assigned respectively to safety needs, 
belongingness and love needs, esteem needs, and self-actual-
ization needs. The resulting weighted scores provide the 
operational definition. A small weighted score indicates a 
higher degree of perceived need satisfaction whereas a large 
weighted score indicates a lower degree of perceived, need 
satisfaction. Results of statistical tests employed in the 
present study are not affected by such weighting, that is, 
results using "raw" or "weighted" data are identical. 
Sq.fety needs - operationally, safety needs are represented by 
instrument items consistent with goal objects falling under 
the general categories of school policies, administrative 
backing of teachers, physical facilities, participation in 
group insurance programs, schedules of upcoming school events, 
and adequate school materials. 
Belongingness and love needs - operationally, belongingness and 
love needs are represented by instrument items consistent with 
goal objects which fall under the general categories of 
teacher social activities, teacher and administrator social 
activities, group feeling and unity among teachers, closeness. 
between administrators and teachers, cooperation among 
teachers, the school as a close knit so.cial unit, and 
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closeness between teachers and students. 
Esteem needs - operationally, esteem needs are represented by 
instrument items consistent with goal objects which fall 
under the general categories of recognition of quality 
teaching by the administration, recognition of good teaching 
by other teachers, community respect, opportunitites to 
display teaching accomplishments, respect from students, 
respect from the administration, and the absence of any 
paternal attitude of administrators toward teachers. 
Self-actualization needs - operationally, self-actualization needs 
are represented by instrument items consistent with goal 
objects which fall unde.r the general categories of freedom 
to enter into new ways of teaching, freedom to select course 
content and ways of presenting it within a specific course, 
a situation where respect f.or the dignity of the individual 
is common practice, acceptance of the individual's true self 
and ideals, and facilities for quality in~service training 
and a professional library. 
Willingness to persist - operationally, the "willingness to per-
sist" concept refers to those teachers who select the state-
ment: "IN VIEW OF MY WORK ENVIRONMENT ONLY, at the present 
time I feel that I would not like a change in teaching assign-
ment from my present position to one in another school." As 
used in the present study, "permanence" also refers to the 
"willingness to persist" concept and is used interchangeably. 
Unwillingness to persist - operationally, unwillingness to persist 
refers to those teachers who select the statement which 
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reads: "IN VIEW OF MY WORK ENVIRONMENT ONLY, at the present 
time I feel that I would like a change in teaching assign-
ment from my,present position to one,in another school." 
Total needs - operationally, the total nee,ds concept· indicates the 
combined perceived need satisfaction scores for all needs 
levels (i.e. , an individual's safety ne~d score plus his · 
belongingness and love·need score plus his esteem need score 
plus his self-actualization need score). 
Rationale· 
In view of Stern's (1962, p. 727) statement to the effect that 
organismic survival depends upon congruence between an organism and.its 
environment, it appears that two alternative approaches may be taken to 
achieve such a state or condition.. First, given, a specific organism, 
an appropriate environment may be selected which is conducive to the 
organism's survival. Second, given a specific environment, an appro-. 
priateorganism may be selected on the basis.of its ability to survive 
within this environment. 
A degree of consistency.is seen between Stern's '.statement and a 
theoretical construct of organizational equilibrium reported by March 
and Simon (1969) who indicate.that individuals working within organi-
zations perceive themselves in a particular state of congruence or 
incqngruence with respect .to their contributions made to the organiza-
tion and, in return, their inducements received from the organization. 
Consistency between Stern and March and Simon can.be seen when one 
equates organizational inducements with environmental factors and 
individual contributions with organismic factors. Thes;e contributions 
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and inducements are perceived by the .organizational participants in 
terms of their ut::i.lity value, that is, in terms of their usefulness, 
appropriateness, or importance to the individua.l at any particular time.• 
With respect to the work environment of an individual, the degree of 
congruence or incongruence between the perceived contribution utilities . 
and inducement utilities will, in part, determine the degree of his 
sat::i.sfaction or dissatisfaction. According to March and Simon (1969, 
p. 79), 
To estimat.e the inducement-contribution utility 
balance· directly, the most logical type of measure 
is some variant of individual satisfaction (with 
the job, the service, the investment, etc.). It 
appears reasonable to assume that the greater the 
difference between ind~~ements and contributions, 
the greater the individual satisfa.ction. 
March and Simon (1969, pp. 79-80) warn however.that there .is a distinct 
difference between a measure of individual .satisfaction and a measure 
of the inducement-contribution utility balance. They state, 
However, the critical "zero points" of the 
satisfaction scale and the inducement-contribution 
utility balance are not necessarily identical~ 
The zero point for the satisfaction scale is the . 
point at which .one begins to speak of degrees of 
"dissatisfaction" rather than "satisfaction." It 
is, therefore, closely related to the level of 
aspiration and is the point at which iwe woi.ild 
predict a si.ibstantial inc.rease in search behavior 
on the part of the organism. • The zero point 
on the inducement-contribution utility scale, 
on the other hand, is the point at which the .indiv-
idual is indifferent to leaving the organization • 
. . • Conseqµently, we can use satisfaction expressed 
by the.individual as a measure of the inducement-
contribution utility balance only if it is used in 
conjunction with an estimate of perceived alternatives 
available. Speaking roughly, only the desire to move 
enters into judgements of satisfaction; desire to 
move plus the perceived ease of movement enters into 
the inducement-contribution utility measure. 
10 
Sullivan (1950, p. 85) views need sa~isfaction as resulting from 
the reduction .of tensions within the individual. Th4s; he regards. 
tensions. 
• • • as needs for particular energy transfor-
matiom~ which will dissipate· the tension, often 
with an accompanying change of 'mental state,' a 
change of awareness, to which we can apply the · 
general term satisfaction. 
Ma~low (1954) speaks to this change in mental .state and change in 
awareness as he proposes a prepotent motivational concept with respect 
to general. needs areas.. He icj.entifies five general needs areas which 
an individual w:t.11 attempt·to satisfy in a prepotent manner. These 
needs areas are arranged hierarchially, with physiological needs repre-
senting the .lowest prepotent level within the hierarchy, as follows: 
5. Self-actualization needs 
4. Esteem needs 
3. · Belongingness and love needs 
2. Safety needs 
1. Physiological needs 
MaslOw's motivation theory is based on.the state of satisfaction of the 
above listed needs, that.is, behavior is in part determined, by a partic-
ular need which .is unsated. Therefore, an individ,ual.who is starving 
is motivated .to behave.in a manner which will serve to satisfy.this: 
physiological need. Further, these needs levels are prepotent, that is, 
physiological needs must be sated before the.next higher need, safety, 
can serve to motivate behavior; physiological needs and safety needs 
must be sated .before the next higher need, belongingness and love, can. 
serve to motivate behavior, and so on up through.the hierarchy. 
11 
Thus, a certain degree of congruence is seen between Maslow's 
motivation theory and the contribution-inducement theory of organiza-
tional equilibrium proposed by March and Simon. This congruence lies 
between Maslow's thoughts on need satis~action states as motivators of 
behavior and March and Simons~ thoughts toward an individual's percep-
tion of his satisfaction .balance as it affects his willingness to 
participate as an organizational member. 
With the theoretical base provided by March and Simon and Maslow, 
the chief concerns of the present study become.two-fold. First, to 
develop an instru~ent which. will measure.and preserve the idiosyncratic 
nature of the perceived need satisfaction variable. Second; to utilize 
this instrumen.t to test one aspect of the March and· Simon contribution-
inducement equilibrium theory, that is, to test whether perceived need 
satisfaction comprises a possible.factor with respect to teachers' 
willingness to persist .within a particular high school. 
Statement of Hypotheses 
To accomplish the task of the present study, one research hypo-
thesis was formulated to investigate perceived need satisfaction as a 
possible factor with respect to teacher permanence. In view of the 
theoretical base which prompted this study, it seemed appropriate to 
formulate a directional hypothesis.in terms of a direct varyi.ng of 
perceived need satisfaction and teacher perma~ence. 
H.l.: Teachers who are willing to persist in their present 
school will perceive their total needs to be satisfied to a 
greater extent than will those teachers who are unwilling 
to persist. 
In addition to the hypothesis, one.question seemed particularly 
relevant to the study. This question was concerned with determining 
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if one particular need level existed which appeared to serve the 
motivational role with respect to teachers' unwillingness to persist 
within their present high school •. To answer the basic q~estion required 
the formulation of four specific questions which, taken together, would 
reveal the apparent existence or non-existence of such a need level. 
\. 
~.: Do teachers who are willing to persist within their 
present school perceive their safety needs to be satisfied 
to a greater extent than those teachers who are unwilling 
to persist? 
~·: Do teachers who are willing te persist within. their 
present school perceive their belongingness and love needs 
to be satisfied .to a greater extent than those teachers who 
are unwilling to.persist? 
~-: Do teachers who are ·willing to persist within their 
present school perceive their es.teem needs to be· satisfied 
to a greater extent than those.teachers who are unwilling 
to persist? . 
.Q.:!!..: Do teachers who are willing to. persist within their 
present school perceive their self-actualization .needs to be 
satisfied to a greater extent than those teachers who are 
unwilling to persist? 
Limit.ations of the Study 
One major limitation which must be imposed when viewing the results 
of the present study stems from the necessity to employ a causal-compar-
ative research design. With respect to this ~esign Van Dalen (1966, 
p. 221) comments; "When researchers cannot manipulate the independent 
variable and establish the controls.that are required in 'true experi-
ments;' they may conduct a causal-comparative study." Lack of control 
is cited by Van Dalen (1966, pp. 221-223) as being " ••• the greatest 
weakness of the causal-comparative method of research," for without 
control of the .independent variable, the researcher " . cannot be 
_·:~· -:~~1i;~.::, .. 
certai.n that some.other factor •.. might not be .the real c~~se.o·f !the 
I 
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occurrence.'' Therefore, although perceived need satisfaction is treated 
as the dependent variable and the teacher's willingness or unwillingness 
to persist is treated as the independent variable, no cause and effect 
relationship may be assumed. 
Another limitation of the present study lies with the generali-
zability of results. The random sample of teachers was drawn entirely 
from the secondary schools of a large midwestern public school system. 
Hence, the reader should generalize with caution in that the present 
findings might or might not be indicative of the conditions which pre-
vail in schools with characteristics other than those from which the 
sample was drawn. 
Aasumptions 
It was assumed that responses of the sampled teachers to items of 
The Teacher Need Satisfaction Inventory were representative of their 
true perceptions of each statement's importance on both the "Importance 
To Me" and the "Importance To My School" continuums. 
It was further assumed that sampled teachers would have physiolog-
ical needs which were sated and thus; that these needs would not serve 
as motivators of behavior. In view of this assumption, physiological 
needs were not included as a sub-section of The Teacher Need Satisfac-
tion Inventory. 
Chapter Summary 
The purpose of the introductory chapter has been to familiarize 
the reader with the problem in general terms and with .the theoretical 
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framework from which the problem was derived. Chapter 2 will provide 
a background of greater depth for the study as a review of related 
research is presented. 
CHA~TER II 
REVIEW OF RELATED LITERATURE 
Introduction 
The intent of Chapter 2 is to present selected studies from the 
voluminous literature surrounding aspects of job satisfaction. A 
number of ,studies were located under such titles as morale, job satis-
faction, opinion, and employee attitudes. As indicated by Ronan (1970), 
terminology has been, and continues to be, a major problem in this area 
of research. During the literature review, it became quite apparent 
that many investigators had·arrived at conflicting and at times contra-
dictory conclusions concerning the determinants and/or concomitants of 
job satisfaction. 
From an, administrator's viewpoint, the viewpoint from which the 
present study was conceived, it appeared that job satisfaction of 
employees could be accomplished through either of two basic approaches. 
First, the administrator might.select employees who could attain 
satisfaction through their work experiences, This approach assumes, 
however, that the power to select and hire employees is at. the disposal 
of the administrator. It assumes further, that accurate selection 
techniques are available. The second approach, at the disposal of all 
administrators, deals with manipulating environmental factors in an. 
attempt at making the environment more conducive toward employee. 
satisfaction. Herzberg, et al. (1957, p. 17) lend support to this. 
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viewpoint as they state, 
Job attitudes, including morale and job satis-
faction, are critical aspects of the adjustment pattern 
of the worker. They are a part of his total 
adjustment to living, and this is basically a 
function both of his environment and of his 
personality. 
As evidenced in the literature, these approaches are well known. 
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They are also consistent with present organizational theory which empha-
sizes both the personality variable (idiographic dimension) and the 
environmental variable (nomothetic dimension) as determinants of 
organizationally relevant behavior. (Getzels, 1952; Getzels and Guba, 
1957; Abbott, 1965; Brown, 1967). 
The remainder of Chapter 2 is organized into three sections. In 
view of the several different conclusions concerning the relationships 
of elements in job satisfaction, it seems appropriate for section one 
to review research conducted for the purpose of identifying environment-
al factors related to job satisfaction, and for section two to review 
those studies dealing with demographic and personality factors as they 
relate to employee satisfaction. The orientation of the present study, 
in view of the above considerations, is then presented in section three. 
Situational Factors 
In an earlier descriptive study by Chase (1951), several situa-
tional factors were identified which tend to increase the satisfactions 
teachers experience in their work. Chase's findings were based on 
questionnaire data gathered from 1,784 teachers in over 200 school 
systems in 43 states. The author reported percentages of respondents 
signifying that existence of eleven specified conditions in their 
present systems contribute greatly in their satisfaction in teaching. 
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Of these eleven conditions, eight were found to vary directly and 
sharply with the extent of satisfaction with the school system. These 
eight conditions included the extent of participation in: (1) curric-
ulum making, (2) policy formation, and (3) salary schedules. Also, the 
favorableness of opinion in regard to professional leadership of the (4) 
principal and., the (5) superintendent. Finally, (6) favorable opinion 
regarding the value of supervision, (7) the extent to which aims and 
goals are clearly defined and attainable, and (8) the extent to which 
the good work of teachers is recognized. 
Other conditions which varied directly but not so sharply included 
opinion with regard to (9) adequacy of salaries, (10) reasonableness of 
teaching load, and (11) amount of supervision provided. 
Katzell et al. (1961), in response to inconsistent results on the 
relationship between job satisfaction and job performance, provided a 
theoretical model which views the work situation as a system with inputs 
of environmental and personal characteristics, and outputs of job 
satisfaction and performance. Various inputs were seen as affecting 
either or both of the outputs via their effects on employee motivation, 
ability, or both. 
Situational variables utilized in a study of employee satisfaction 
employing the above model included group size, ratio between male and 
female employees, wage rates, whether or not the group was unionized, 
and the city size in which the organization was located. The authors 
concluded that job satisfaction was associated with situational charac-
teristics. Specifically, there was typically higher job satisfaction 
in situations characteristic of small town culture than in those with 
urban characteristics, that is, having more employees, a large city 
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location, higher wages, union representation, and proportionately more 
male employees. 
Kornhauser and Sharp (1932), in a pioneering study of job satis-
faction, found that character of supervision was related to satisfaction 
of employees. The authors also reported that negative feelings aroused 
by poor supervision spread to other and seemingly unrelated factors of 
the work situation. 
Graham (1966), following similar lines, indicated that both job 
satisfaction and productivity are important considerations for an 
employer. To increase the job satisfaction of employees requires an 
administration which: (1) provides job flexibility, (2) strives for 
participative management, and (3) treats workers as a group to provide 
stimulating group experiences. 
Sterner (1969), after rev:i,.ewing motivational·theory and research, 
suggested the following principles that should govern the actions of a 
manager in motivating the work of those with whom he is associated. 
The manager should: (1) provide an environment characterized by sincer-
ity, trust, integrity and mutual respect, (2) adjust his motivational 
efforts to fit th~ situation, (3) recognize, accept, and work construc-
tively with individual differences, (4) realize that people do not 
always act rationally, (5) be familiar with the broad spectrum of 
motivational opportunity and techniques. 
In an historical perspective of job satisfaction and situational 
variables, Ronan (1970) remarked that studies in this area are becoming 
more·complex and rely chiefly on factor analysis as their statistical 
method. Ronan concluded that although res.earch has been conducted among 
varied populations and with different organizations, these studies 
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show the continued emergence of seven dimensions of job satisfaction. 
These dimensions include: (1) content of work, actual tasks performed, 
and control of work, (2) supervision, (3) the organization and its 
management, (4) opportunities for advancement, (5) pay and other 
financial benefits, (6) co-workers, and (7) working conditions. 
Friedlander (1963) was somewhat more general as he identified, 
through factor analysis, three dimensions of job satisfaction. These 
included: (1) the.social and technical environment, (2) recognition 
through advancement, and (3) intrinsic self-actualizing work. 
Friedlander's dimensions appear closely aligned with Maslow's needs 
levels of belongingness and love, esteem, and self-actualization 
respectively, althqugh Friedlander does not purport them to be~ Safety 
needs do not appear to be present; however, Friedlander points out that 
two .of the seven items representing the soci!'ll and technical environment 
dimension do not appear to be "other-directed" and thus are inconsistent 
with other items. These items, "I felt secure in my job," and "I had 
exceptionally good working conditions and equipment," appear, at face 
value, to reflect safety needs. Items reflecting Friedlander's three 
dimensions are somewhat consistent with items of The Teacher Need 
Satisfaction Inventory developed for use in this study. 
Ghiselli and Johnson (1970), Argyris (1959), and Porter (1961) 
have reported somewhat consistent findings in regard to need satisfaction 
as a function of organizational position or structure. 
Argyris (1960) proposed a theoretical construct based on the 
major assumption that mature healthy individuals are those characterized 
as.being independent aggressive organisms who aspire toward equal and/or 
superordinate positions with respect to their peers, and who possess a 
wide range of humanabilities. Human problems, according to Argyris 
(1960, p. 228) arise because, 
• • • relatively healthy people in our culture 
are asked to participate in work situations which 
cause them to be dependent,·subordinate, submissive, 
(and) to use few of their more than skin surface 
abilities. 
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From this theoretical base, Argyris conducted research among high 
skilled and low skilled -em:plotees ~· · Among his· conclusions were: (1) 
that the two groups were significantly different in the.desires they 
wish to satisfy at work; however, (2) the two groups did not differ in. 
terms of individual actualization within the organizational setting. 
Argyris .(1959) attributed.this latter finding to the fact· that both· 
groups were within departments experiencing the.same degree of subordi-
nation. He further indicated that personal actualization within the 
h:f,gh skill department came·from the "technical sphere" rather than.the 
"interpersonal sphere." Creative activities reported by employees of 
the skilled department were also concerned with the.technical sphere. 
It was only in management that a proportionately higher interest in 
social or service activities was found. 
Porter (1961) extended the work of Argyris in a study of need 
satisfaction of bottom and middle management jobs. Based on Maslow's 
(1954) prepotency motivational concept, Porter devised a questionnaire 
for testing: (1) security needs, (2) social needs, (3) esteem needs, 
(4) autonomy.needs, and (5) self~actualization needs. A factor analysis 
and critique of Porter's technique and need satisfaction questionnaire 
was reported by Payne (1970). Porter reported significant differences 
between bottom and middle management groups for the security, esteem 
and autonomy categories. The social and self~actualization categories 
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showed differences in the same direction although neither category had 
differences.approaching significance. 
Following the previous workof Worthy (1950), Ghisel,li and Johnson 
(1970) studied need satisfaction and managerial success within."tall 
and flat" organizational structures. Using percent of positions a· 
manager has moved up in his organization as their measure of success, 
as well as .individual scores from Porter's (1961) Need Satisfaction 
Questionnaire, the authors computed correlation coefficients between 
managerial success and need satisfaction. They concluded that no 
significant difference existed between the correlations.of security and 
social needs. For the other needs, however, significance was found, the 
p values being .04 for the esteem needs, .02 for the autonomy.needs, 
and .01 for the need for self-actualization. The authors concluded that 
no significant relationship existed between managerial success and need 
satisfaction for the "tall" organization. In "flat" organizations the 
relationship between satisfaction and success was found to benegligible 
for the lower order needs; however, increases in need level indicated 
increases in the relationship between success and need satisfaction. 
Results of the Ghiselli and Johnson study are summarized in Figure 1. 
Ford and Borgatta (1970) focused their efforts toward the "work 
itself" as a source of satisfaction for employees. Using factor 
analytic approaches across repetitive dissimilar samples, they concluded 
that eight clusters were identifiable as individual factors contributing 
to satisfaction. The authors attributed the lack of complete indepen-
dence of factors to the central concept to which they relate. Ford and 
Borgatta (1970, p. 134) explained: 
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Thus, the factors must be viewed as similar to 
the situation in an area such as intelligence test-
ing when a central concept may exist such as 
verbal ability, but it is .known that verbal ability 
is not a single factor but a clust:er of factors. 
areund a central concept or "super-factor." 
The above quote should be considered when viewing Payne's (1970) 
techniq~e through which he developed critic~sm concerning a Maslow-type 
need satisfaction instrument. Payne (1970, p. 263) concluded: 
In this study the higher-order needs have consis-
tently been the least satisfied .and the most 
important, and they are amongst the highest 
loadings on the.two general factors. However, 
as these are general factors it is apparent that 
the NSQ (Need SatisfactioIJ. QuestioIJ.naire) has 
not been mea~mring the satisfactiOil. and importance· 
of the five needs, but that responses to all the 
items have suffered from the halo effect of 
General.Satisfaction with, or Importance of the 
job. This.is further reflected inthe lack of 
clear~cut.factors representing any one of the 
five needs investigated, as measured by.the items. 
in·the NSQ. 
23 
One might draw several implications from the studies of Ford and 
Borgatta (1970), Porter (1961), and Payne (1970). First, .the lack of 
clear-ct,tt factors representing indi,vidual levels might be.attributed to 
the independence of ite111s (goal objects) which comprise a particular 
need level. Thus, one could apply factor analytic" techniques to each 
need leve.l independently and· define a cluster which would undoubtedly 
be named for the need level tested. It appears, in view of the inherent 
nature of hierarchial needs levels, that in this area of research one 
cannot establish ,validity .through factor analytic techniques st,tch as the, 
one employed by Payne. Second, independence of items would lend support 
to the assumption that items are additive. Finally, Porter (1961) has 
consistently found that differences in the satisfaction of the different 
needs, across several independent variables, have been largely differ-
ences in the higher-order needs. Thes.e findings· lend support not only 
to tl).e prepotency,concept, but also to the assumption that the levels 
may· properly be summated. to produce a measure of total need satisfac~icm. 
In sum, one can draw very few, if any, specific conclusions·concern-
ing the identification of specific situational variables which affect 
need satisfaction. Brayfield and Crockett (1955) attribute this, in 
part, to such methodological considerations as sampling techniques, 
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diversity .of populations studied, terminology, and the criterion mea-
sures selected. 
General factors which have been isolated in.many studies appear to 
be reflected by more, specific items relevant only to the situation 
st~died. It appears, however, that identifiable factors might be sub-
sumed within Maslow's hierarchy of needs. 
Demographic and Personal Factors 
In relation to the preponderance of existing literature on situa-
tional factors.and their effects on job satisfaction, demographic and 
personal factor research is rather limited. 
In addition to situational.factors, Kornhauser and Sharp (1932) in 
their pioneering study of job satisfaction also reported relationships 
between demographic and persona! factors and satisfaction of employees. 
They reported no correlation between attitude scores and intelligence, 
age, schooling, marital status, and unhappy home life. Efficiency 
ratings showed no relationship to attitudes except in one sampled group 
in which a negative relationship was.observed. Emotional adjustment, 
obtained from a brief psychoneurotic inventory, was reported to be.only 
slightly correlated with favorable attitudes. These findings, which 
varied between work groups, led the authors to conclude that an inter-
active effect existed between personality factors .and the work· situation. 
Kornhauser and Sharp (1932, p. 402) reported: 
The relationship between neurotic tendencies and 
negative attitudes is closest in those departments 
where there is gr~ater strain and dissatisfaction. · 
This·illustrates nicely the intertwined working of 
objective and subjective factors. Where everything 
goes smoothly, the emotionally stable.and unstable 
show little difference. But let the situation deyelop 
difficulties or annoyances, and the individuals. 
react more or less in proportion to their 
im1tability. 
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Kornhauser.· (1962) also alluded to the close relationship between 
situational and personality variables .as he reported differences among. 
factory workers. Roil.ding childhood characteristics .constant, Kornhauser 
reported persistent mental health differences between occupational 
groups. · Childhood ch.aracteristics included reported anxiety symptoms, 
success in school, self-confidence, economic deprivations, and·degree 
of happiness. Kornhauser (1962, p. 46) stated, 
The relationship of mental health to occupation, 
in other words, appears to be·"genuine"; mental 
health is dependent on fact~+,s associated with 
the. job. 
Kornhauser's conclusions are somewhat consistent with statements of 
Argyris (1960) who feels that most human problems arise when individuals 
participate in work situations which .force them into dependent, sub-
ordinate, and submissive roles. 
Fournet et al. (1966), reviewing literature of the past decade 
concerning job satisfaction, reported contradictory results which were 
"difficult to interpret." Reviewing such demographic and personal 
variables as>individual differences, age, education and intelligence, 
sex, and occupational level, the authors attributed differences among 
findings to methodological factors and to the fact that many personal 
variables are highly confounded. As an example they stated, "Thus, high 
morale in a worker of low educational level may be a function of age 
rathei;- than education." (Fournet ~.al., 1966, p. 170). 
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Summary of Situational, Demographic 
and Personal Factors 
According to Fournet; et al. (1966), literature relating to job 
satisfaction reflects varied methodological approaches, each with its 
own effect on the findings. It appears that characteristics of both 
the job and the individual are somehow related.to job satisfaction, 
but these factors appear to be so interrelated that it becomes extremely 
difficult to isolate them for investigation. Similarly, it is difficult 
to see the relationship between these factors and behavior. 
Fournet,~ al. (1966, p. 180), however, provide an optimistic 
view of the future: 
In spite of the apparent confusion and complexity 
in job satisfaction as an area of study, there is 
a large amount of literature emerging which should 
help to clarify the issues. 
Research Orientation 
As can be seen from the foregoing review, the bulk of research 
efforts in the area of need satisfaction within a work environment has 
been primarily restricted to identifying factors which relate to job 
satisfaction and to the relationship between these factors and various 
forms of behavior. 
Situational factors.have been isolated through factor analytic 
techniques. These general factors, however, appear to be reflecting 
more specific situational variables which are, themselves, a function 
of the respective .research setting. 
Demographic and personal characteristics show little or no corre-
lation with job satisfaction and attitude, although these variables are 
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seen as being confounded, interrelated with situational variables, and 
extremely hard to isolate for study. 
In view of the apparent state o~ confusion in this area, it seems 
appropriate at the present tim~ to focus research on theory. Specifi-
cally, to establish whether or not an individual's "willingness to 
persist" would be a possible function of perceived need satisfaction 
within the work environment. In addition, the present research must 
attempt: (1) to avoid methodological traps which add to the confusion, 
(2) to identify specific situational factors relevant to teachers 
within their educational work setting, and, (3) to provide for idio-
syncratic measures of the need satisfaction variable. 
Chapter 3 will continue with a discussion of methodological 
considerations. 
CHAPTER III 
METHOD AND PROCEDURE 
Introduction 
Chapter 3 will describe the research method. Specifically,, the 
development of the.instrument, the research sampling technique, and the 
procedure used in administering the instruments.are described in this 
chapter. A description of.scoring procedures for deriving data for 
analyses of the questions and the hypothesis, and a discussion of 
statist:ical. treatment of the data conclude the chapter. 
Instrumentation 
A preliminary review of various instrument scales (Scott, 1954) 
resulted in th~ identification of three techniques which were potentially 
appropriate for determining perceived need satisfaction. These included 
the Thurstone, Likert, and Guttman techniques for scale construction •. 
Smith, Kendall, and Hulin (1969, p. 10) point to the importance of 
proper selection of measuring techniques as they state, "We need to 
understand the properties of the measures we choose to use for any 
particular purpose, rather than to assume that one is as good as 
another." A survey of the literature was therefore conducted focusing 
on aspects of these techniques which .included the general purposes, 
assumptions, advantages, and disadvantages of each. 
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Thurstone-type Scales 
Selltiz, et. al. (1959) indicate the Thurstone-type scale to be 
essentially a differential .scale for the measurement of attitudes. A 
differential scale consists of a number of items whose positions on the 
scale are determined by some kind of ranking or rating performed by 
judges. The authors (1959, p. 360) list the following steps in 
selecting items for the scale and assigning values to them, 
(1) The investigator gathers several hundred 
statements conceived to be related to the 
attitude being investigated. (2) A large 
number of judges - usually 50 to 300 - working 
independently, classify these statements into eleven 
groups. In the first pile the judge places the 
statements he considers most favorable to the 
object; in the second, the statements he considers 
next most favorable; and in.the eleventh pile, 
the statements he considers most unfavorable. 
The sixth, or 'neutral' position is defined as 
the point at which the.re is neither 'favorableness; 
nor unfavorabieness.' (3) The scale value of a 
statement is computed as the median position to 
which it is .assigned by the group of judges. 
Statements that have too broad a scatter are 
disc.arded as ambiguous or irrelevant. (4) A 
final select.ion is made, taking items that are 
spread out·evenly.along the scale from one, extreme 
position to the.other. 
The res~lting Thurstone-type scale is a series of statemenis; 
usually about twenty, of .which the position of each statement on the 
scale has been determined by,the judges' classifications. 
Scott (1954) indicates that Thurstone-type scales require items 
which are nonmonotonic in nature and which measure operating character-
istics having a single maxima. 
Thurstone-type scales have been criticized (Scott; 1954; Selltiz, 
et al., 1959; Kerlinger, 1964) in the following areas:· 
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(1) The amount of work involved in constructing the.scale is extensive. 
(2) Since the individual's score is the.mean or median of the scale 
values of the several items he checks, essentially different attitudinal 
patterns may be expressed in the same.score. (3) Scale values assigned 
to the items are influenced by the attitudes of the judges themselves. 
(4) Thurstone-type scales achieve only an ordinal level of measure-
ment. In view of recent findings which establish parametric statistical 
techniques as being very robust under certain conditions, the criticism 
of resultant ordinal data appears to be less valid. (Gaito, 1970(a); 
Gaito, 1970(b); Boneau, 1970) 
During the literature survey two important limitations, in 
addition .to the aforementioned disadvantages, were seen with respect 
to use of a Thurstone-type scale for studying perceived need satis-
faction. First, the very format.of the Thurstone-type scale was 
deemed inappropriate with respect to determining perceived need satis-
faction as operationally defined; The second limitation was elimination 
of the idiosyncrat~c nature of the perceived need satisfaction variable 
by using judges' .ratings of scale values for the items •. For these 
reasons, a pure Thurstone-type scale was deemed inappropriate as a 
scaling technique for use in this study. 
Guttman-type Scales 
It became apparent during the literature review that a Guttman-
type scale would be inappropriate for use in the present study. The 
major limitation of the Guttman-type scale is ind~cated by Selltiz, 
et al. (1959, p. 376) to be the assumption: 
• . . • that unidimensionality is a property of .. 
a measuring instrument, rather than of the. 
patterning of an attitude among a given group 
of individuals. For one group, a number of 
items may be arranged unidimensionally in a 
given order; for another group, the same items 
mayfall into a different order; for still another 
group, they may not form a unidimensional pattern at 
all. 
31 
With respect to perceived need satisfaction, it appeared that the 
Selltiz, et al. s·tatement could be pursued to its ultimate, that is, 
for one individual a number of items (or goal objects) could be. 
arranged unidimen~ionally in a given order; for another individual the 
same items (or goal objects) could fall into a different order, or in 
no order whatsoever. It appeared, in view of the nature of the present 
study, that use of the Guttman'tecpnique would possibly require develop-
ment of a separate and distinct instrument for every individual.member 
of the sample. 
Likert-type Scales 
Likert-type scales, sometimes!referred to as summated scales, 
consist of a series of items to whicb a subject is asked to react. 
Unlike the Thurstone scale, however, the Likert-type scale is not based 
upon items which have been judged to be distributed evenly over a 
continuum of favorableness-unfavorableness. The Likert-type scale has 
as one of its basic premises the assumption that the universe of items 
are of equal attitude value (Kerlinger, 1964). Scott (1954) indicates 
another assumption of the Likert technique to be.that items of the scale 
should have operating characteristics which are monoton!cally increasing 
functions of the latent attitude variable. That is, the more favorable. 
an attitude toward an item, the higher the item score. 
The procedure for constructing a Likert-type scale is given by 
Selltiz, et al. (1959, pp. 367-368): 
(1) The investigator assembles a large number 
of items consi4ered relevant to the attitude 
being investigated and either clearly favorable 
or clearly unfavorable. (2) These items are 
administered to a group of subjects representative 
of those with whom the questionnaire is to be 
used. The subjects indicate their response to each 
item by checking one of the categories of agreement-
disagreement. (3) The responses to the vario~s items 
are scored in such a way that a response indicative of 
the most favorable attitude is given the highest score. 
It makes no difference whether 5 is high and 1 is low 
or vice versa. The important thing is that the 
responses be scored consistently in terms of the 
attitudinal direction they indicate. Whether 
'approve' or 'disapprove' is the favorable response 
to an item depends, of course, upon the content 
and wording of the item. (4) Each individual's 
total score is computed by adding his item scores. 
(5) The responses are analyzed to determine which 
of the items discriminate most clearly between the 
high scorers and the low scorers on the total scale. 
• • • Items that do not show a substantial correlation 
with the total score, or that do not elicit different 
responses from those who score high and those who 
score low on the total test, are eliminated to ensure 
that the questionnaire is 'internally consistent' -
that is, that every item is related to the same 
general attitude. 
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Selltiz, et al. (1959) discuss several advantages of the.Likert-
type scale over the Thurstone-type scale. Included are the following: 
(1) Items may be used which are.not manifestly related.to the attitude 
being measured. Any item, unlike the Thurstone scaling technique, may 
be used which is found to be empirically consistent with the total 
score. (2) The Likert-type scale is considered to be simpler to 
construct than the Thurstone-type scale. (3) The Likert-type scale is 
generally more reliable than the Thurstone-type scale in that more 
categories are possible with the former. (4) More information may be 
elicited with the Likert-type scale simply because more response cate-
gorie~ are possible than with the Thurstone7type scale. 
Two disadvantages of the.Likert-type scale are c:i,.ted by Selltiz 
et al. (1959). First, that only an ordinal level of measurement may 
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be assumed, and second, that the.total score of an individual often has. 
little meaning since many patterns of responses may:prodt!ce the same 
score. 
One prominent.disadvantage was noted with ,respect to the 
appropriateness of the Liker;t technique for meci,suring perce:i,ved need 
satisfaction. This disadvantage is the assumption that.the universe 
of items represent equal attitude values. In the present study, it 
was a major consideration that each individual might possess h:i,s own 
particular hierarchy,of goal objects and that.each goal object WOt!ld 
have a weight in accordance.with .its position in the hierarchy.· There-
fore, it appeared that the consideration of individual hierarch:l,es 
could not be met: with .respect to justify:l,ng use of a Likert scaling 
technique in developing an instrument for the present study. 
In view of the assumptions of the various scales, it became 
apparent that none of the scaling techniques, ip their pure form; were 
applicable for use in this study of.perceived need satisfaction. The 
decision was .therefore made to select aspects from.the Thurstone.and 
Likert scaling techniques which seemed particularly relevant to the 
present study; and then to mold,thes~ into a scaling technique more 
appropriate in view of the idiosyncratic nature of the perceived need 
satisfaction variable. 
One characteristic o~ the.Likert scaling technique which was 
employed was that items comprising the scale would be monotonic in 
nature. Another characteristic of the Li.kert technique-which was 
selected was that of the five response categories for each item. These 
categories ranged from strongly agree to strongly disagree.fol the 
Likert technique, but were modified for the present study into a 100 
point .scaled continuum which ranged from "More Important" to "Less 
Important.". 
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Item weighting by judges was.the only characteristic selected from 
the Thurstone scaling technique. He~e, however, the judges.were to be, 
the respondents themselves, each judging and arranging goal objects 
according to his own perceived hierarchy of wants or desires. It was 
felt that this weighting technique would allow the instrument to main-
tain the idiosyncratic nature of the perceived need satisfaction 
variable. Judges or experts in the fieLd were utilized oniy to 
establish the face validity of goal·objects as they related to Maslow's. 
hierarchy of needs and of individual instrument items as they related 
to these goal objects. 
Procedural Steps During Instrument Development 
Development of The .Teacher Need Satisfaction Inventory. (Appendix A), 
as an instrument for determining the perceived need satisfaction of 
teachers, proceded th~ough three distinct stages. 
Stage one of the developmental process was concerned with identi-
fying goal objects relevant to the school.environment a$ perceived by 
teachers working within that environment. Rationale for this concern 
is two-fold. First, as indicated by Jackson (1967), the concept of 
acquiescence, as a response set in test taking behavior, .can be 
effectively reduced through selection and utilization of items which 
are particularly relevant to the individual respondent.· Second, 
assuming that teacher willingness to participate in the present study 
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is an aspect similar to teacher willingness to participate in decision-
making, relevance becomes a prime factor with respect to eliciting 
cooperation. As Bridges (1967, p. 52) so aptly states with.respect to 
shared decision-making, 
Decisions that clearly fall outside the 
teachers' zone of indifference are those which 
have consequences for them; this becomes more 
pronounced as the magnitude of these consequences 
increases. Therefore, when the teachers' personal 
stakes in.the decision are high, their interest in 
participation should also be high. • •• To 
determine whether the decision falls within the 
zone of indifference, the principal must first apply 
the test of relevance of the decision to those 
affected. 
To identify goal objects for use in developing items for The 
Teacher ~ Satisfaction Inventory, 74 teachers were polled by 
administering two forms of a questionnaire designed to elicit state-
ments concerning important factors in their school with respect to 
teacher need satisfaction. Teachers were asked to respond to one.of 
the two forms, these forms differing only to the extent that one was 
more specific with respect to Maslow's individual needs levels than 
the other. One form of the questionnaire asked the teachers to respond 
by list;ing two factors which they felt were most important with respect 
to satisfying their needs for each of Maslow's hierarchial levels. 
The first questionnaire form is included as Appendix B. The second 
form ,was less specific in. that it asked the teachers to respond, in 
view of Maslow's needs levels, by listing the five most relevant 
fact;ors with respect tq satisfying teachers' needs and the five most 
relevant factors with respect to teacher dissatisfa.ction. The second. 
form of the questionnaire is included as Appendix C. 
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From the teachers polled, 402 statements were elicited.. These 
statements were assumed to reflect particular goal objects considered 
by the teachers to be .relevant with respect to their need satisfaction. 
The researcher was quite surprised to find that none of the 402 elicited 
statements were concerned with salary. Chase (1951, p. 131) notes, 
however, "that when teachers regard salaries as reasonably adequa~e; 
they tend to disregard salary provisions as a source of satisfaction." 
Stage two of the developmental process had as its goal, categori-
zation of the elicited statements as they related to the individual 
need levels of safety, belongingness.and love, esteem, and self-
actualization. , The categorization process was given prime consideration 
by the researcher and, in view of the questions formulated in Chapter 1 
concerning Maslow's prepotency concept, correctness in categorization 
of the statements was "tYeighted to'a greater ~xtent than the relevancy 
factor previous_ly mentioned., Here, it was felt that individual state-
ments, although relevant, should .be sacrificed if they were of such a 
nature that consistency of categorization to a particular need level 
was not possible. Theoretically, all goal objects should fit within 
Maslow's hierarchy. Here, it was a matter of determining the correct 
level. Therefore; during the categorization process, the criterion 
for retaining a particular statement was set at 100 percent agreement 
among a panel of experts as to the .need level the state_ment represented. 
The panel of experts utilized during this categorization process con~ 
sisted of three doctora_l can.didates in educational psychology. 
The categorization process was accomplished in the following 
steps: First., all statements were typed in random order: and the typed . 
list of statements was presented to the panel of experts. The panel, 
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working independently of one another, categorized all 402 statements 
under the respective need levels. The panel reached 100 percent agree-: 
ment on 153 of these statements which, in turn, were retained for use 
in item construction. The remaining 249 statements were discarded as 
being too ambiguous or vague to categorize. The second step dealt with 
combining duplicate or similar statements into goal object categories 
and, from these, developing items seen as being consistent with these 
categories. The goal object categories, in addition to providing the 
source for item construction, also served to provide operation.al 
definitions. for the various need !eve.ls. The third and final step of 
the process was concerned with validating completed items as relating 
to the same need level as the goal object category from which they were 
constructed. To accomplish .item validation, 41 completed items were 
typed in random.order and the typed list of items was given to the panel 
of experts. The panel was asked to categorize, independently of one 
another, all items in terms of the need levels they reflected. The 
100 percent agreement criterion was again imposed resulting in an 
instrument containing 36 total items. Of _these items, 12 were concerned 
with safety.needs, 10 with belongingness and love needs, 8 with esteem 
needs, and·6 with self-actualization needs. 
Thus, through the above processes and in view of the operational 
definitions .given to th,e various need leve.ls in Chapter 1, it seemed 
justifiable to assume that a reasonable measure of content validity 
for the ·instrument, as defined by .KerlingeI;' (1964), had been establishe_d. 
Stage three, the final stage of the developmental process, dealt 
with determining communicative aspects of the instrument, its .reliabil-
ity, and its ability to discriminate between those.teachers who were 
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more satisfied with their work environni.ent and those.teachers .who were 
less satisfied with their work environment. To accomplish these goals 
required three pilot studies. 
Th~ first of the pilot .studies was designed to view ,several aspects 
of .the instrument. These aspects included a deterll!.inatJon .of the time 
required to complete the instrument, the ,extent to which. ins~rucUons 
and items would be,understood, if any literary or emotional bias 
existed within.the items, and if there were any items or aspects.within· 
the instrument which might be considered caui;;tic or potentially 
threatening ,by.the teacher respondents. 
A graduate level cla.ss in tests and measurements was. used as the 
sample for the first pilot study. This class consisted of eighteen 
students, including both teachers and administrators,presently employed 
within various public school· systems. All" members of ·the class were 
required to complete the instrument with no instructiqns other than 
those provided within the instrum.ent itself. This requirement placed 
each member of .the class in approximately the same position as a 
teac,her who would receive the instrument through the mail. Times,were 
noted as each of the,respondents completed the instrument and an 
average time for completion was computed to be 18.69 .minutes. In 
addition, the minimum and maximum completion times were found to be 
13 and 25 minut.es respectively. When all respondents had completed the 
instrument, a q~estion and answer.session followed. Respondents were 
t't).en asked for suggestions; remarks, and dii;;cussion .concerning the 
instrument. The first pilot study was extremely helpful, specifically 
with respect to clarifying the .instructions.and the personal data 
section of the instrum.ent. In view of the elicited comments, it was 
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felt that no change was necessary with respect to the items. However, 
since both the .instructions.and the personal data section of the 
instrument were revised extensively, it was determined by.the researcher 
that an additional pilot study should be conducted for the purpose of 
determining the clarity .and communicative effects of the revised 
instructions and personal data section. 
The second pilot study utilized 22 students from another graduate 
level class in tests and measurements. This class was composed entirely 
of teachers who were either presently teaching in the public schools 
or who had taught within the past few years. A procedure simil.ar to 
that utilized during the first pilot study was employed except that the 
time factor was not computed during this second study, As a result of 
the.question .and answer session and the general discussion concerning 
the.instrument, only minor changes were deemed necessary with respect 
to the instru~tions and personal data section. The respondents indi-
cated that no change was necessary with respect to the instrument items. 
With the completion of the first two pilot studies, it appeared 
that the instrument was in a form satisfactory enough to pursue a. 
pilot study un<ler actual experimental conditions. The primary purpose 
of this final study was.to determine the discriminating power of the 
instruf(lent, that is, to determine how well it .differentiated between 
known groups of more and less satisfied teachers. An important 
secondary purpose of the final pilot study was to obtain a measure of 
internal consistency for the instrument. A final purpose was that of 
double-checking the communicative aspects of the instructions under 
actual experimental conditions. 
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To accomplish the goals of this final pilot study first required · 
identification of those teachers who were "more satisfied" and those 
teachers who were "less satisfied." These groups of teachers were 
established by asking the principals of seven schools, including 
elementary, junior high, and high schools, in a moderately sized school· 
system, to respond to a questionnaire which asked them to·list the three 
"most satisfied" and the three "least satisfied" teachers within their 
schools. This questionnaire is included as Appendix D. Returned 
questionnaires contained the names of 42 teachers; 21 in each of·the 
two known groups. 
The home addresses of these teachers were determined from.the 
school. system's personnel directory. The Teacher Need Satisfaction 
--~- ____._ ----'---,--'""-
Inventory and a letter of introduc.tion from the Superintendent's .office 
were then mailed, to each of the sampled teachers. The· Superintenden_t' s 
letter is included as Appendix E. 
Each. insti;-umen.t was coded in. a manner similar to that ,decided 
upon for th(;!. ultimate study; the purp0se of the code was te provide 
both known-group and follow-up information ,for the researcher. 
Validity 
The third pilot st4dy utilized the known-group method to establish 
a measure of construct validity for the instrument. Ker-linger (1964, 
p. 453), speaking of the known-:-group meth0d indicates, "In this method 
groups of people with 'known' charactei;-istics are·administered an, 
instrument and the .direc,tion of difference is predicted." It was 
pi;-edicted that teachers known to be less satisfied would have higher 
scores (representing less satisfaction) than would teachers known to be 
more satisfied. 
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Thirty-four of the selected teachers responded to the instrument. 
Of this .total, 14 of the "less sat:isfied" and 20 of the "more satisfied''. 
responded to provide data from which .the differentiating power of the 
instrument was to be determined. In view of the acceptable percentage 
of response, no follow-up pro~edures were employed to solicit data from 
non-respondents. 
The Mann-Whitney U test was selected to st:atistically evaluate 
the prediction that teachers known·to be·less sat:isfied would have 
higher scores . (representing less. sat:i,sfaction) than would those. teachers . 
known to be more satisfied. Concerning the use of this statistical 
technique, Siegel (1956, p. 116) says, 
When at least ordinal measurement has been 
achieved, the Mann-Whitney U test may·be.used 
to test whether two independent groups have 
been drawn from the same population •. This is 
one of the most powerful of .the non-parametric 
tests, and it is, a most useful alternative to 
the parametric .! test when the researcher wishes 
to avoid the! test's assumptions, or when.the 
measurement in .the research is weaker than 
interval scaling. 
"Known group" data for total needs, safety need.s, belongingness 
and love needs, esteem needs, and self-actualization needs are summarized 
in Table I. Homogeneity of varianc,e tests were computed between the 
known groups. Results .of these tests are also summarized in Table I. 
The value of the calculated !!_ for total needs between the known 
groups was 57. The critical one-tailed .U value with n1 = 14 and n2 = 20 
for the .01 level of significance was 73. Since the calculated U 
value was less than the critical .!!. value, it was concluded that the 
instrument did, .in fact, discriminate between the known groups. Data 
related to this test are sumtl).arized in Table II. 
TABLE I 
A SUMMARY OF PILOT STUDY "KNOWN· 
GROUPS" CHARACTERISTICS 
2 Group n \ x s 
Total Needs 
More Satisfied 20 320.85 44,999.81 
Less Satisfied 14 824.15 352,979.74 
Safety Needs 
More Satisfied 20 123.75 7,122.69 
Less Satisfied 14 198. 79 . 13,214.60 
Belongingness & Love Needs 
More Satisfied 20 69.30 3,425.31 
Less Satisfied 14 176.23 19,539.74 
Esteem Needs 
More Satisfied 20 69.30 3,126.29 
Less Satisfied 14 228.75 52,846.63 
Self-Actualization Needs . 
More Satisfied 20 58.50 3 ,361.15 
Less Satisfied 14 220.43 37,724.67 
Variance· 
s Check 
212.13 
F = 7.844 
594.12. 
84.40 
F = 1.855 
114.95 
58.53 
F = 5.705 
139.78 
55.91 
F = 16.903 
229.88 
57.98 
F = 11.224 
194.23 
p 
<.001 
<.20 
<.001 
<.001 
<.001 
-P'-
N 
Group 
Less Satisfied 
TABLE II 
VALIDITY TEST BETWEEN KNOWN GROUPS OF MORE 
AND LESS SATISFIED TEACHERS ON 
TOTAL NEEDS 
n I: of Ranks u 
14 
43 
p 
S7* <.01 
More· Satisfied 20 R2 = 267 
* Cr;Lc t ical U = ] 3. With· this. test, the.: calculated U va.lue must be 
equal to or smaller than the tabled .!:!. value for rejec'tion of the 
null hypothesis. (Siegel, 19S6, p. 119) 
In addition to establishing the validity of the test in terms-of 
total needs, a validity measure for each need level was calculated. 
The value of the _calculated U for safety need~ between the two 
known groups was 87. With n1 = 14 a'nd n2 = 20, the critical value for 
the .OS level of significance was determined to be 92. It was concluded 
that the validity of the instrument in terms of its ability to discrim-
inate between the known groups' safety needs was significant at the .OS 
level. Data related to this test are summarized in Table III. 
The calculated U between the known groups for belongingness and 
love needs was .73. The critical value of Q. with n1 = 14 and n2 = · 20 at 
the .01 level of significance was determined to be 73. It was con-
eluded that the instrument discriminated between the known groups in 
terms of belongingness and love needs. The discriminating power was 
significant at the .01 level. Data related to this test are summarized 
in Table IV. 
Group 
Less Satisfied 
TABLE III 
VALIDITY TEST BETWEEN KNOWN GROUPS OF MORE 
AND LESS SATISFIED TEACHERS ON 
SAFETY NEEDS 
n L: of Ranks u 
14 
44 
p 
87* <.05 
More Satisfied 20 R2 = 297 
* Critical U = 92. 
TABLE IV 
VALIDITY TEST BETWEEN KNOWN GROUPS OF MORE 
AND LESS SATISFIED TEACHERS ON 
BELONGINGNESS AND LOVE NEEDS 
Group n L: of Ranks u 
Less Satisfied 14 R1 = 312 
73* 
More Satisfied 20 R2 = 283 
* Critical U = 73. 
p 
.01 
AU of 69 was calculated between the known groups on.esteem needs. 
With n = 14 and n2 = 20, the critical U value at the .01 level of . 1 
significance was determined to be 73. At the .01 level, the discrim-
inating power was concluded to be significant in terms of differen-
tiating between the two known groups .on esteem needs. Data relative 
to this test are presented in Table V. 
Group 
TABLE V 
VALIDITY TEST BETWEEN KNOWN GROUPS OF MORE 
AND LESS SATISFIED TEACHERS 
ON ESTEEM NEEDS· 
n E of Ranks u 
Less Satisfied 14 
45 
p 
69* < .01 
More Satisfied . 20 R2 = 279 
* Critical U = 73. 
A U value between the self-actualization needs of. the kt:10wn. groups 
was calculated to be 47. The critical U with n1 = 14 and n2 = 20 for 
the .001 level of significance was .determined to be 54. The instrument 
discriminated betwe~n the known groups' self-actualization needs at 
the .001 level of signific~nce. Data related to this test ar~ presented 
in Table VI. 
In summary, several measures of cons true t validity .were es tab-
lished. In terms of total needs, the instrument differentiated the 
known groups.beyond the .01 level of significance. For sub-sections of 
the instrument, representing safety needs, belongingness and love 
needs, esteem needs, and self-actualization needs, the instrument 
differentiated the known groups at or beyond the .05, .01, .01, and 
.001 levels respectively. 
Group 
TABLE VI 
VALIDITY TEST BETWEEN KNOWN GROUPS OF MORE 
AND LESS SATISFIED TEACHERS ON 
SELF-ACTUALIZATION NEEDS 
n E of Ranks u 
Less Satisfied 14 
46 
p 
47* <,001 
More Satisfied 20 257 
* Critical U = 54. 
Reliability 
Reliability of the instrument was determined from data obtained 
during the final pilot study. The split-half method was employed which, 
according to Downie and Heath (1959), provides a "coefficient of inter-
nal consistency'' for the instrument. 
A Spearman "rho" correlation coefficient (Siegel, 1956, pp. 203-
231) was calculated between the ranks of individu~l respondent's scores 
on odd and even numbered items.· This resulted in an uncorrected 
reliability coefficient of 0.85 (rounded). The Spearman,Brown formula 
(Downie and Heath, 1959, p. 193) which corrects for the reduced number 
of items inherent with the split-~alf method was then employed and 
resulted in a reliability coefficient of 0.92 (rounded). 
Data related to this measure of reliability are summarized in 
Table VII. 
N 
34 
TABLE VII 
SPLIT-HALF RELIABILITY OF THE TEACHER 
NEED SATISFACTION .INVENTORY 
Uncorrected 
Spearman rho 
0.85 
Characteristics of the Scaling Technique 
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Corrected 
Spearman-Brown 
0.92 
The modified scaling technique employed during development of The 
Teacher Need Satisf a.ction Inventory contained the following inherent 
characteristics. First, each item or statement was to be placed on 
two continuums which ranged from ''MORE" to "LESS" importance as per-
ceived by the .individual respondent. Thei:;e continuums were scaled, 
that is, as respondents placed statements upon the continuums they gave 
them numerical meaning. The numerical range of the continuums was from 
zero (representing less importance) to one-hundred (representing more· 
importance). The two.continuums were entitled "Importance To Me" and 
"Importance To My. School." . The "Importance To Me'' continuum .was 
defined as.representing the importance of each statement as it pertained 
personally to the .individual respondent. In effect, this·continuum 
allowed each individual to construct his own hierarchy of goal objects 
and to provide n~merical meaning for each of the goal objects within 
this hierarchy. The "Importance To My. School'' continuum was defined 
as representing ~he importance of each statement as the individual 
respondent perceived his school placing value upon it. In effect, 
this continuum represented the degree to which the factor was perceived 
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to be present within the school.· Respondents were cautioned to place 
statements upon this continuum as they saw the situation to be, not as 
they felt it shoulcf' be.· 
A second characteristic of the technique dealt with scoring 
procedures. By placing each factor upon both continuums, the respon-
dents assigned two scores to each of the thirty-six statements compris-
ing the total instrument. The difference between these two scores (The 
'~Importance To Me" score minus the "Importance To My School" score) 
provided the measure of perceived satisfaction of the statement in 
question. Since sated goal objects.do not serve motivational roles, 
and since negative scores represent satiation with respect to goal 
objects, these scores were not tallied as part of the perceived need 
satisfaction score. In essence, negative scores were treated as having 
zero motivational value. 
A third characteristic was.concerned with the nature of individual 
items. Items were considered, in view of their positive orientation, 
to be monotonic in nature• This assumption was consistent with March 
and Simons' (1958) assumption that contributions and inducements are 
monotonic in relation to their utility value. As indicateQ earlier in 
the chapter, Green (1954) noted this to be one of the characteristics 
of the Likert technique. Monotonic items are those where an increase 
in item value represents an increase in the underlying variable of the 
item. With respect to perceived need satisfaction however, this 
assumed characteristic may also comprise a limitation if viewed in 
light of certain personality theorists. Lewin (1951), for example, 
assumes the position that three states regarding needs can be distin-
guished; a state of hunger, of satiation, and of oversatiation. Lewin 
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(1951; p. 282) states, "These states correspond t0 a positive, a 
neutral, and a negative valence of the activity regions which are 
related to· a particular need. 11 Thus, . for the reader. who accepts this · 
aspect of Lewin~ s personality theory, . the a$sumption that items which 
comprise the instrument are monotonic.in nature would be inherently 
invalid .and the relationship between the degree of presence of a goal 
object and perceived. satisfaction of the goal object would be curvilin- . 
ear. No attempt was.made by the researcher .to determine if such a 
curvilinear relationship existed. 
A fourth and final characteristic of the technique dealt with 
controlling response set of indivi~ual respondents. Jackson (1967) 
indicates one form of response set to be that of acquiescence and 
further, that control of this fqrm of response set is effectively 
accomplished through selection of relevant items. ·Therefore, pro-
cedural steps were employed to identify relevant factors of the school 
situation, as perceived by teachers, from which to construct the items. 
Another characteristic of the technique which was aimed at reducing 
response set was the use of difference scores.as the measure of satis-. 
faction •. This technique was .utilized by Ian and Ross (1957) to control 
response set on individual items. Ian and Ross, however, did not 
attempt to establish equivalence of items which comprised pairs from 
which their difference scores were derived. The technique employed 
her~ approaches this apparent deficiency by utilizing two scores for 
the same item. It solves .the response set problem if one assumes 
response set to be the same.for the two continuums. The extent to 
which this assumption is invalid, however, defines the extent to which 
the response set problem is still present. 
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Thus, the technique employed in developing The Teacher Need 
Satisfaction Inventory resulted inan instrument character:f,.zed by 
36 relevant items each of which w~s to be·placed on two continuums. 
Positive difference· scores between these continuums represented the·. 
data. of the dependent variable. Items were .considered to . be monotonic 
in nature, thus, the relationship between goal object presence and 
satisfaction was assumed to be linear. Through use of relevant items 
and difference scores, the instrument contained characteristics which 
attempted to control response.set. Through use of the "Importance·To 
Me'' continuum, data obtained were seen as being more idiosyncratic in 
.~· -'·', . ..... 
nature. This char~cteristic, the most important in the researcher's 
view, was congruent with .the consideration that man is a unique.being,· 
each with his own hierarchy of. wants.and desires. 
Sampling 
In order to .test the hypothesis ancl questions previously formulated 
a sample of teachers in eight senior high schools in a large midwestern. 
city was asked to respond to The Teacher Need Satisfaction Inventory. 
These eight schools represented all of the senior high schools within 
the metropolitan.school system and, as such, were assumed to.represent 
an adequate cross.section of economic, socio-cultural; and physical 
factors which are generally .found within metropolitan public school 
systems. The sample did not include teachers within elementary or jun-. 
' ior high schools; nor were any teachers included from private.schools. 
Two hundred teachers were selected from these high schools for 
participation in the study by means of a proportional stratified ran-
dom sampling technique. Concerning the use of this technique, Van Dalen 
(1966, p. 299) says, 
Since a random sample may by,chance have·an. 
undue proportion of one type.of unit in.it; an 
investigator may use stratified random sampling 
to get a more representative sample. When 
employing this techn:l-que, he divides his 
population into strat& by some c~aracteristic 
and from each of these smaller homogeneous groups 
draws at random,a pre-determined number of units. 
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The characteristi.c used to stratify .the population for this. study was. 
the school itself. Since eight schools were involved, this provided 
eight.strata from which to select the sample. Further, to insure the. 
best representativeness possible, the number of teachers selected from 
each of the strata were in proportion to the actual size of the stratum 
in·the total population. 
Concerning proportional sampling, Van Dalen (1966, p. 299) says, 
Proportional sampling enables one to achieve. 
even.greater representativeness in the sample. 
Thi$ teclJ.nique requires,selection of units at 
random from each' stratum in proportion to the 
actual size .of the group in the population.· 
Hence, if 10 percent of the.voting popul~tion are 
college graduates, 10 percent ·of the sample is taken 
from this stratum. 
A table of random. numbers (Popb.am, 1967) was. employed during the 
sampling process. 
Administration of the Instru.ment 
Upon complet:Lon of the sampling process, the selected teachers' 
home.addresses were determined through use of the school system's 
personnel directory. 
A packet of materials, including the instrument, .a self-addressed 
return envelope, and a letter.of introduction from the Research 
Coordinator for the school system, was sent to each of the sampled 
teachers. The teachers were asked to respond when they found time, 
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and to return the completed instruments directly to the researcher. 
A follow-up letter was sent approximately two weeks after the in:i,.tial 
mailing of the instrument. A copy of the follow-up letter is included 
as Appendix F. 
The present meth.od of administering the instruments had its 
advantages and disadvantages. Advantages were seen to include the 
following: First, allowing the teachers to respond when they wished 
should result in a more positive orientation of the teachers toward 
partic:i,.pation in the study. This, of course, assumes that an alter-
native method would require a teacher's meeting either before or after 
school. Second, if the teachers felt threatened as a result of their 
participation, they could participate at home thus keeping their 
responses external to the physical confines of the.school~ Third, 
the method was considered to be much more feasible from the school 
administration's point of view because of the largeness of the sample 
size. The fact of feasibility seemed to be weighted heavily by the 
administration .when either approving or dis1:1pproving research within 
their school system. Finally, the present method insured that all 
teachers would receive standard.instructions during administration of 
the instrument. 
The most obvious disadvantage associated with this .method of 
instrument administration was the fact that no ,control could be obtained· 
with respect to insuring responses to the instrument. Although steps 
were taken to gain cooperation from the teachers and follow-up pro-
cedures were employed for non~responders, 37 percent of the sampled 
teachers did not respond. Another disadvantage involved the sta!ldard 
instructions. for completing the instruments. The reader will reil\ember 
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that all three pilot studies, to some extent, were concerned with 
insuring the clarity of the instructions. Even with these precautions, 
a few of the sampled teachers obviously did not understand how to 
properly complete the instrument. Respondents whose returned question-
naires were either incomplete or improperly completed were contacted 
by personal letter in an effort to elicit correct anct complete infor-
mq.tion. In addition, it was considered doubtful that 100% of the 
sampled teachers would choose to participate in the study. In view 
of this consideration, plans were developed to randomly select a sample 
of teachers from those who had not responded within a period of 
approximately one month from the date of original mailing. 
Fifty-five percent of the teachers responded.during the one month 
period following issuance of the questionnaires. Since the percentage 
of response was approximately equal across all schools, it was decided 
that sampling two non~responding teachers from each school would not 
endanger representativeness of the original sample. A table of random 
numbers was again employed during the sampling process. 
Through follow-up, the cooperation of these 16 teachers was 
accomplished. Statistical procedures were then employed to establish 
equivalence between respondents (responding within one month) and non-
respondents (the sixteen sampled teachers). On the basis of these 
calculations, it was concluded that the two groups (respondents and 
non-respondents) were equivalent in terms of their total, safety, 
belongingness and love, esteem, and self-actualization need satis-
faction scores. Combining the two groups resulted in a total return of 
63 percent on the original 200 questionnaires. 
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A summary of equivalence checks between respondent and non-
respondent teachers is shown in Table VIII. 
TABLE VIII 
A SUMMARY OF EQUIVALENCE CHECKS BETWEEN RESPONDENT 
AND NON-RESPONDENT TEACHERS 
l: of 
Group n Ranks JI. z p 
-
Total Needs 
Respondents 108 6646.0 
760.0 o. 775 >. 2177 
Non-:-respondents 16 1104.0 
Safety Needs 
Respondents· 110 6932.0 
827.0 0.388 >.3483 
Non-respondents 16 1069.0 
Belongingness & Love Needs 
Respondents 110 6931.0 
826.0 0.396 >.3446 
Non-respondents 16 1070.0 
Esteem Needs 
Respondents 108 6726 .5 
840.5 0.175 >.4286 
Non-respondents 16 1023.5 
Self-actualization Needs 
Respondents 110 6886.0 
781.0 0.725 >.2327 
Non-respondents 16 1115.0 
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Scoring Procedures 
Continuurns of The Teacher Need Satisfaction Inventory were 
developed to a scale of 1/16 inch = 1 score point. Objective scoring 
was accomplished through use of a clear plast,ic ruler to determine both 
the goal object strength and goal object satisfaction scores for each 
item. 
The null hypothesis to be tested in this study stated: 
H.l.: There will be no significant difference 
in the degree of satisfaction of total needs between 
those teachers who are willing to persist within 
their present schools and those teachers who are 
unwilling to persist. 
Operationally, total needs were defined in.Chapter 1 as indicating 
the combined perceived need satisfaction .scores for all need levels, 
that is, an.individual's safety need score plus his belongingness and 
love need score plus his esteem need score plus his self-actualization 
need score. To test this hypothesis therefore required combination 
of the perceived need satisfaction scores for all need levels. Corn-
bining scores resulted in one score for each individual which repre-
sented his total needs. Thus for each group (those willing to persist 
and those unwilling to persist), the total needs concept had been 
operationalized. This process provided the necessary data for a 
statistical test of Hypothesis 1. 
In addition to the above hypothesis, four questions were forrnu-
lated for statistical analysis. These questions were concerned with 
Maslow's hierarchial prepotency principle. Specifically, they were 
formulated to determine if one particular need level existed which 
appeared to serve the motivational role with respect to teachers' 
unwillingness to persist within their present high school; These 
questions were stated as follows: 
~: Do teaGhers who are w:i,lling to persist 
within their present school perceive their safety 
needs to be satis~ied to a greater extent than 
those teaGhers who are unwilling to persist? 
~: Do teachers who are willing to persist 
within their present school perceive their belong-
ingness and love neeqs to be satisfied to a greater 
extent than those.teachers who are unwilling to 
persist? 
~: Do teachers who are willing to persist 
within their present school.perceive their esteem 
needs to be.sati~fied to a greater extent than 
those teachers who are unwilling to persist? 
~: Do teachers who are willing to persist 
within their present school.perceive their self-
actualization needs to be satisfied to a greater 
extent than those teachers who are unwilling to 
per~ist? 
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Data to statist:i,.cally evaluat.e Question 1 were derived by computing 
the .perceived need satisfaction score of the safety neeq for each 
respondent. Data for th~ two groups (those willing to persist .and 
those unwilling to persist) were then compared to determine the 
acceptability of.Question 1. · Data to statistically evaluate. Questions 
2, 3, and 4 were derived in the same manner, that is, for each ques-
tion .the appropriate perceived need satisfaction scores were computed. 
The resulting group data were then compared to determine the accept-
ability of each of the respective questions. 
Statistical Treatment of Data 
In view of data characterized by heterogenous variances.between 
groups and, sampled groups which were of; unequal size, it was conclu4ed 
that the most appropriate statistical technique to employ should be 
non-parametric in nature. The Mann~Whitney U test wa~ utilized to test 
H.1., Q.l., Q.2., Q.3., and Q.4. As noted earlier .in this chapteJ;", 
Siegel (1956) indicated this statistical test to be one of the most 
powerful non-parametric techniques available and one which is most 
useful as an alternative to the parametric .!. test. 
Wtien the larger.of the two sampled groups (n2) exceeds n = 20, 
the distribution of the !!. rapidly approaches a normal distribution 
(Siegel, 1956). It is therefore appropriate to transform U to z and 
test the probabilities of values as extreme as observed values of z· 
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in the normal distribution. A z transformation was computed during data 
analysis of the present study. 
Group.characteristics and weighted score characteristics for 
teachers who. "would" and "would not".desire a transfer are·reported in 
Chapter 4. 
Summary.· 
Chapter 3 has presented the technique employed to develop The 
Teacher Need Satisfaction Inventory and the procedural steps utilized 
during the developmental process. In addition, the sampling method-
ology, the scoring procedures utilized to derive data necessary·to. 
evaluate the hypothesis and. each of the questions, and the statistical .. 
technique utilizeq for these evaluations were also discussed. Chapter 
4 will continue by focusing upon.the findings of these individual 
evaluations. 
CHAPTER IV 
PRESENTATION AND ANALYSIS 
OF THE DATA 
Introduction 
In this chapter the presentation and analysis of the data will be 
reported. Before viewing findings as.they.relate to the hypothesis 
and each of the questions; it seems appropriate to view data charac-
teristics of the sampled teachers. Group characteristics for teachers 
who "would" and "would not" desire a ·transfer are reported in Table IX. 
We:i,ghted score cl).aracteristics for teachers who .. "would" and "would. not". 
desire a transfer are reported in Table X. 
Adhering to common p:ractice, .the writer indirectly accepted alter-
nat~ forms of the hypothesis and questions when such an inference.was 
supported at the .05 level of significance •. 
Hypothesis·One 
H.L Teachers who are willing to persist in 
the:l,r present school will perceive their total neeqs 
to be satisfied to a greate:r extent than w:i,11 those, 
teachers who are unwilling to persist. 
The calculated U value between the total needs scores of teachers 
identif:l,ed as willing and unwilling to pel'.'.sist was.204.0. Transfor-
mation of the U value resulted in a z score of -5.125. 
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Group 
Total Needs 
Would Transfer 
Would Not Transfer 
Safety Needs 
Would Transfer 
Would Not Transfer 
Belongingness & Love Needs 
Would Transfer 
Would Not Transfer 
Esteem Needs 
Would Transfer 
Would Not Transfer 
Self-Actualization Needs 
Would Transfer 
Would Not Transfer 
TABLE IX 
A SUMMARY OF GROUP CHARACTERISTICS FOR TEACHERS 
WHO WOULD AND WOULD NOT DESIRE A TRANSFER 
-
A2 A 
n x s s 
17 1,445.61 413,116.43 642.74 
107 556.19 192,971.40 439.28 
17 355.88 29,165.99 170.78 
109 149~86 14,042.00 118.50 
17 301.28 45,254.91 212.73 
109 135.81 22,210.66 149.03 
17 439.85 51,544.56 . 227.03 
107 149.38 22,915.51 151.38 
17 348.59 40,740.88 201.84 
109 119.01 24,015.31· 154.97 
Variance 
Check p 
F = 2.140 < .01 
F = 2.077 < .01 
F = 2.037 < .01 
F = 2.249 < .01 
F = 1.696 < .OS 
lJl 
l.O 
TABLE X 
WEIGHTED SCORE CHARACTERISTICS FOR TEACHERS WHO WOULD 
AND WOULD NOT DESIRE A TRANSFER 
Group 
Total Needs 
Would Transfer 
Would Not Transfer 
Safety Needs 
Would TraQ.sf er 
Would Not Transfer 
Belongingness & Love Need.s 
Would Transfer 
Would Not Transfer 
Esteem Needs 
Would Transfer 
Would Not Transfer 
Self-Actualization Needs 
Would Transfer 
Would Not Transfer 
Low Score High Score 
545.2 3,113.8 
o.o 2,019.9 
o.o 705.0 
o.o 585.0 
44.4 776.0 
o.o 637.2 
111.0 1,038.0 
o.o 862.5 
36.0 682.0 
o.o 896.0 
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Range 
2,569.6 
2,020.4 
70~,5 
585.5 
732.6 
637.7 
928.0 
863.0 
647.0 
896.5 
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On the basis of these calculations, it was concluded that.a 
significant difference.exist~d between the two groups. Those teachers 
who were willing to persist within their present school were found to 
be more.satisfied in their total needs than those teachers who were 
unwilling to persist. Thenull hypothesis was rejected at the .05 
level. Data related to this test are summarized in Table XI. 
Group 
TABLE XI 
MANN-WHITNEY U TEST BETWEEN TOTAL NEEDS OF 
TEACHERS WILLING TO PERSIST AND 
TEACHERS UNWILLING TO PERSIST 
n L: of Ranks u 
Willing to Persist 107 5982.0 
z* p 
204.0 -5.125 <,00003 
Unwilling to Persist 17 1768.0 
* Critical z = 1.65 
Question One 
Q.l. Do teachers who are willing to persist 
within their present school perceive their safety 
needs to be,satisfied to a greater extent than 
those teachers who are unwilling to persist? 
The value of the calculated U.between safety needs scores for 
those teachers who were willing to persist and those teachers who were 
unwilling to persist was 315.0. Transforming this U to z resulted in 
a score of -4.367. In view of this calculated~ value, .it was 
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concluded that the two groups were significantly different. The 
alternate form of the question was accepted. Those teachers who.were. 
willing t.;> persist ,within their present school .were foum;l to be more 
satisfied in.their safety needs than those teachers who.were unwilling 
to persist. Data related to this test .are shown, in-Table XII. 
TABLE XII 
MANN-WHITNEY U TEST BETWEEN SAFETY NEEDS OF TEACHERS 
WILLING TO PERSIST AND TEACHERS UNWILLING 
TO PERSIST 
Group n E of Ranks u z* 
Willing to Persist 109 6310.0 
315.0 -4.367 
Unwilling to Persist 17 1691.0 
* Critical z = l.65. 
Question Two 
Q. 2. Do te.achers who are willing to persist 
wit~in their present schoo+ perc.eive their belong":" 
ingness and love needs to be satisfied to a greater 
extent than those teachers who are unwilling to 
pers:lst?. 
p 
< .00003 
The U value between the , two groups of teachers was· calculated, to·· 
be.425.5. Through transformation of U~ a z score of -3.578 was 
obtained. 
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In view of the critical.!_ value of 1.65, it was concluded that the 
two groups did not represent the same population. The alternate form 
of the question was therefore accepted. Those teachers who were· 
willing topersist within their present school were found to be more 
satisfied in their belongingness and love needs than those teachers 
who were unwilling to persist. Summary data for this test are shown 
in .Table XIII. 
TABLE XIII 
MANN-WHITNEY U TEST BETWEEN BELONGINGNESS AND LOVE 
NEEDS OF TEACHERS WILLING 1'0 FERSIST 
AND TEACHERS UNWILLING TO PERSIST 
Group n L: of Ranks u z* 
Willing to Persist 109 6420.5 
425.5 -3.578 
Unwilling to Persist 17 1580.5 
* Critical z = 1.65 
Question Three 
Q.3. Do teachers who .are willing to persist 
within their present school perceive their esteem 
needs to be satisfied to a greater extent than 
those teachers who are unwilling to persist? 
p 
<.00023 
The Mann-Whitney U test between esteem needs scores of the two 
groups resulted in a calculated.!!. value of 225.5. Transforming U to~ 
resulted in a value of -4.969. In view of the calculated and critical 
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values of ~' it was concluded that the alternate form of the question 
should be accepted. Those teachers who were willing to persist within 
their present school were found to be more satisfied in their esteem 
needs than those teachers who were unwilling to persist. Data related 
to this test are summarized in Table XIV. 
TABLE XIV 
MANN-WHITNEY U TEST BETWEEN ESTEEM NEEDS OF TEACHERS 
WILLI~G TO PERSIST AND TEACHERS 
UNWILLING TO PERSIST 
Group n L: of Ranks u z* 
Willing to Persist 107 6003.5 
225.5 -4. 969 
Unwilling to Persist 17 1746.5 
* Critical z = 1.65 
Question Four 
Q.4. Do teachers who.are willing to persist 
withi~ their present school perceive their self-
actualization needs to be satisfied to a greater 
extent than those teachers who are unwilling to 
persist? 
p 
< .00003 
The calculated U value between self-actualization needs of teachers 
willing and unwilling to persist was 290.5. Transforming this Q_ value 
resulted in a z score of -4.542. On the basis of calculated and 
critical values of ~' it was concluded that the alternate form of the 
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question should be accepted. Those teachers who were willing to persist 
within their present school were found to be more satisfied in their 
self-actualization needs than those teachers who were unwilling to 
persist. Data related to this test are summarized in Table XV. 
TABLE XV 
MANN-WHITNEY U TEST BETWEEN SELF-ACTUALIZATION NEEDS 
OF TEACHERS WILLING TO PERSIST AND 
TEACHERS UNWILLING TO PERSIST 
Group n i: of Ranks u z* 
Willihg to Persist 109 1715. 5 
290.5 -4.542 
Unwilling to Persist 17 6285.5 
* Critical z = 1.65 
Summary 
p 
<.00003 
Chapter 4 has presented the findings of the study. All questions 
and the hypothesis formulated in,Chapter 1 were rejected at the .05 
significance level. Ch~pter 5 will continue with a summary, conclu-
sions, and recommendatio~s of the present st~dy. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
Summary 
The .central purpose of the present study was to determine if 
perceived need satisfaction of teachers comprised a possi.ble factor 
with respect to teachers' willingness to persist within a particular 
high school. 
A random sample of 200 teachers was drawn fr.om eight senior high 
schools in a large metropolitan school system. The Teacher Need Satis-
faction Inventory, developed for us~ in this study, was mailed to each 
of the sampled teachers. Sixty-three percent of the sampled teachers 
responded to the original questionnaire. A random sample of 16 non-
respondents was drawn and, through follow-up.procedures, their coop-
eration was elicited. A statistical test was then employed to deter-
mine the equivalence or non-equivalence of the two groups. The 
respondent and non-respondent groups .were found to be equivalent in 
terms of their scores for total needs, safety n~eds, belongingnes$ and 
love. needs, es teem needs, and self-actualization needs. In view of 
these findings, it was assumed that a certain degree of generalizability 
of results had been maintained even though a 100 percent return had not 
been accomplished on the original sample. 
Teachers assigned themselves either to the "would" or "would not" 
like to transfer group. Assignment to these groups operationalized 
66 
67 
the "teacher permanence" concept, which comprised the independent 
variable of. the study. Scores of the two groups were compared to 
determine the acceptability of each hypothesis and question formulated 
in Chapter 1. 
A secondary purpose of this study dealt with development of 
instrumentation consistent with the consideration that individuals are 
unique beings, each with his own perceived hierarchy of wants and 
desires. The resulting instrument was seen to elicit data of an idio-
syncratic nature; that is, item data which had been weighted ,according 
to the perceived desires of the individual teachers. Th~ inst.rument 
was also designed in.accordance with the hierarchial prepotent motiva-. 
tion concept set forth by Maslow. Thus, the .instrument contained four 
sections which .encompassed safety needs, belongingness and love needs, 
esteem needs, and self-actualization needs. Physiological needs were 
assumed to be sated within the sampled population, .and thus, were not 
included as a section of the instrument. 
It seems appropriate to note that additional data we.re gathered 
from sampled teachers during the present study. Basically, these 
data are biographical in nature and include the varial:>les of age, sex, 
marital status, number of chil9ren, total teaching experience, exper-
ience in present position, degrees held, percentage of total income 
represented by teaching salary, and city size in which the respondent. 
grew up. Additionally, data were obtained as to requests for transfer 
during the previous year and the results of such requests (granted or 
denied). Althoug4 the present study.was nqt structured to view such 
variabies, analysis is presently being undertaken. A forthcoming 
descriptive report of the present analysis appears enlightening and 
fruitful. 
The hypothesis and each of the questions were tested usin,i the 
Mann-Whitney U statistical procedure. One-tailed .tests at the .05 
level of significance were used throughout the study. Individual 
findings are summarized below: 
Hypothesis One 
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Hypothesis one stated that teachers ~ho were willing to persist 
in their present school wou.ld perceive their total needs to be satis-
fied to a g+eater extent .than would those teachers who were unwilling 
to persist. The hypothesis was.supported.· 
Question One 
Question one asked.if teachers who were willing to.persist in their 
present sch~ol would perceive .their safety needs to be.satisfied to a 
greater extent than would those teachers who were unwilling to persist. 
Question one.was supported. 
Question Two·. 
Questfon two asked if·teachers who were willing to persist in 
their present school would perceive their belongingness and love needs 
to be.satisfied to a greater extent than would those teachers who were 
unwilling to persist.. The question .was supported. 
Question Three 
Question three asked if teachers who were willing to.persist in 
their present school.would perceive their esteem needs to be satisfied 
to a greater extent than would those.teachers who were unwilling to 
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persist. Question three was supported. 
Question Four 
Question four asked if teachers who were willing to persist in 
their present school would perceive their self-actualization needs to 
be satisfied to a greater extent than would those teachers who were 
unwilling to persist. Question four was supported. 
In summary, it was found that teachers who were unwilling to per-
sist in their present high schools were significantly less satisfied 
than teachers who were willing to persist, in terms of their total 
needs. With respect to individual needs levels, it was found that 
significant differences existed between the groups for the levels of 
safety, belongingness and love, esteem, and self-actualization. 
Recommendations 
As a result of the present study the following recommendations 
are made: 
1. Although the reliability and validity coefficients reported 
for The Teacher Need Satisfaction Inventory were established and 
considered acceptable, it must be remembered that these coefficients 
were derived from satisfaction scores of teachers from only one school 
system. Additionally, the number of teachers involved was not large. 
Thus, further investigation is required before the quality of the 
ins~rument may be accurately determined. Factor analytic techniques,· 
however, do not appear appropriate, as indicated in Chapter 2, as 
methods for establishing construct validity of an instrument such as 
The Teacher Need Satisfaction Inventory. Further research on the 
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instrument itself comprises the first recommendation. 
2. It is recommended that the operationally constructed need 
levels of~ Teacher Need Satisfaction Inventory.be expanded to in-
clude more factors of the school environment. The base of the satis-
faction construct as defined by items of the present instrument is 
quite narrow as the result of validating techniques employed during 
development. Research focusing upon the identification of relevant 
teacher satis~action factors of the school environment appears to be in 
order. Additionally, research to determine if,these factors are 
consistent across educ~tional levels, between school systems, and 
between schools should be undertaken. 
3. The population of this study included only those teachers 
from senior high schools within a large metropolitan school system. 
Comparisons between other sample groups (i.e. , elementary, junior high, 
or private school teachers) may or may not be supportive. Additional 
investigation which would replicate this study, utilizing sample.groups 
from other populations, is recommended. 
4. It is recol1llllended that research employing an experimental 
design be undertaken for the central purpose of reaching definite 
conclusions regarding perceived need satisfaction as a factor with 
respect to.teacher permanence. An.experimental design employed·under 
laboratory conditions appears to be a most feasible approach toward 
the study of this problem. Studies such as this should be very 
rewarding to.students either of educational administration or business 
administration. 
5. It .is recommended that further research be conducted in the 
area of need satisfaction. Specifically, need satisfaction as a 
predictor .variable of teacher and student unrest appears fruitful. 
Also, need satisfaction as it relates to alienatio~ (powerlessness, 
meaninglessness, normlessness, isolation, a~d self-estra~gement), 
perceptions .. of bureaucracy,· perceptions of leader behavior, and 
teacher militancy might be studied. Finally, following the work of 
Kornhauser (15)62), the role of need satisfaction and its determinant 
and/or concommitant effects on mental health must be extensively 
studied. 
Conclusions and Implications 
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It seems appropriate to caution the reader that while viewing 
conclusions of the present study one must remember the previously cited 
limitations imposed through use of a causal-comparative research 
design. Thus, sincelack of experimental control prohibits the estab-
lishment of cause-effect relationships, the reader should remain alert 
to terms such .as· "possible" .and "appear" while viewing this section. 
The following conclusions were derived from the study: 
1. Total needs, as operationally definecl, comprise possible 
factors with respect to teacher permanence. 
2. Safety.needs, the lowest of the prepotent levels for which 
significance was·found between the "willing" and "unwilling" groups, 
appear to serve the motivational role with respect to teachers' 
unwillingness to persist _within their present school. 
Several implications may be gleaned from the findings and con-
clusions of this.study: First, although the conclusions are limited 
in view of the research design, the extreme probabilities on.which 
these conclusions are based may lend a degree of support to their 
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validity. This, of course, must be weighed by the individual reader. 
Second, this study has determined that there are a number of relatively 
less satisfied teachers within the school system who remain due to 
restraints either internal or .external to the work environment. The 
approach taken here has implications for the administrator who is 
interested in the personal satisfaction of his staff, for it offers 
a methodology for determining the status of environmental factors 
relevant to the teacher satisfaction variable. This approach comprises 
what might be termed the "practical" contribution of the study. Third, 
the relatively equal probabilities obtained across the .hierarchial need 
levels do not lend support to Payne's (1970) finding that the higher-
order needs were cqnsistently the least satisfied .of the levels. It 
may be, however, that this finding of the present study was confounded, 
and resulted from the methodology employed for item construction. In 
an attempt to identify the most relevant factors to include as instru-
ment items the researcher may have tapped only those items of an 
"either/or" n.ature; i.e., items with which teachers were e:i,ther very 
satisfied or very dissatisfied, with little or no middle range of 
satisfaction. Thus, the extreme probabilities may have resulted from 
the inherent nature of the items, rather than in.regard to.the need 
levels which the items represented. A clearer picture might have 
emerged had insignificant differences been found between the group's 
lower level needs of safety, or safety and love and belongingness. 
Thus, it is relatively clear that the instrument utilized in this study 
is sensitive ,to total needs as operationally defined. However, the 
area of individual needs levels is still hazy and requires further 
research. 
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It seems appropriate here to speak to a question which might be 
raised concerning the construct which is being measured by The Teacher 
Need Satisfaction Inventory. This question is extremely relevant to 
the findings and conclusions, of the present study in. that the answer 
to such a question will determine the departure point for research 
subsequent to this study. 
The intent of the present study was to take·"one step back" from 
other studies in this area which have, with little success, attempted 
to relate need satisfaction and behavior.· In the present study the 
attempt has been .. to establish need satisfaction as a possible factor 
with respect to "willingness'' to behave rather that). as a possible 
factor with respect to "actual" behavior. In essence, the present 
attempt has·been that of establishing a base ·from which future research 
on need satisfaction anc;l behavior might profit. 
The question which might be.raised concerns itself with an 
assumption inherent within The Teacher. Need Satisfaction ~nven.tory. 
Specifically, when an item is scored higher in regard to its perceived 
presence within the school environmetJ,t than it.is scored on the per-
ceived importance to me continuum, the assumption .is made that.the 
individual respondent is satisfied in regard to that item. At this 
point one might raise the following questions: "Is the above,assump-
tion valid?" "Is perceived need satisfaction the construct being 
measured or is t4is technique simply measuring the degree of congruence. 
between goal object importance and goal object presence?" "If a goal 
object is present in the environment and is unavailable.· to the 
individual in terms of producing satisfactioI)., is the goal object 
perceived to be present?" 
A.number of .points must be .considered when judging the position 
of the present study in regard to the construct measured! 
1. If one views perceiveq need satisfaction as operationally . 
defined in Chapter 1, the obvious answer is that perceived need 
satisfaction is the construct being measured. However, situations 
such as this can become somewhat tautological which, as seen by the 
researcher, is one limitation of operational definitions. 
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2. Of more importance is the "construct validity" of the instru-
ment. As reported in Chapter 3, acceptable validities were attained 
for total needs, safety needs, belongingness and love needs, esteem 
needs, and self-actualization needs. Construct validity was estab-
lished using a,"known groups" method in which principals were asked to 
identify groups of "more" and "less" satisfied teachers. Directional 
hypotheses were formed; statistically tested, and supported during 
a pilot study of the instrument. Here, the reader may wish to consider 
the criterion .chosen to establish this measure of construct validity, 
that is, principal's perceptions of more and less satisfied teachers. 
3. Acceptance or rejection of perceived need satisfaction as the 
construct being measured in the present study appears to rest largely 
on.one's view of personality theory. The researcher's orientation is 
largely consistent with learning theory which implies that individuals 
act in regard to their perceptions. Thus, it was assumed that teachers 
would respond to the present instrument as they perceived the situation 
to be. From the.individual respondent's point of view, his perceptions. 
represent reality .in regard to his actions. Thus, if a school system 
actually has a clearly stated school policy but; it is perceived as. 
being vague by an individual teacher, .the assumption was.that the 
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teacher respondent would score the item low .as to its presence in the 
school· environment. Her.e, the philosophical arena is being approached 
in that a consideration of "truth" or "reality" appears at.issue. 
In view of the above considerations, it appears that-each reader, 
from his own perspective, must render judgement as to the position of 
the present study. Two alternatives are available. First, if the 
reader rejects perceived need satisfaction .as the construct being 
measured, the position of the present study becomes that of a study 
of perceived congruence.between goal object strength and.goal.object 
presence-as a possible factor with respect to teacher permanence.· The 
next logical step for this reader is that of developing a.measure of 
perceived need satisfaction. Second, the reader who accepts perceived 
need satisfaction as.the construct.being measured is consistent with 
the view of the researc4er. This reader will view the conclusions and 
recommendations of the present study as both accurate (within stated· 
error confines) and useful in terms of real life situations. 
As a final implication, the results of this study support one 
aspect of the theoretical equilibrium construct proposed by March and 
Simon (1969), and point to this construct as a fruitful area for further 
research surrounding organizational behavior. Most assuredly, the link 
between need sat::Lsfaction and willingness to persist .must be strength...., 
ened. As further research accomplishes this, however, thought must 
also be given to development of methods for evaluating the utility 
functions of contributions and inducements. When perfected, these 
methods will provide means·through which the total March and·Simon 
theory of equilibrium may be tested. The results of such research 
would undoubtedly reduce lllUCh of·the confusion which presently.exists 
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in regard to the relat~onship betwe~n need satisfaction and behavior.· 
The value of this study wil+ be deter~ineq, in part, by the extent 
to which it stimulates further research in this area. Additionally, 
its value lies in the validity of the small base of knowledge which it 
establishes. 
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The Teacher Need Satisfaction Inventory 
QUESTION: Why should I, a teacher, take time to respond to this 
questionnaire? 
ANSWER: Because your, response will help to isolate factors.of your 
school environment which are of importance to you with 
respect to making your job a.more satisfying personal 
experience. 
TIME REQUIRED: An average of 18.69 minutes to complete the question-
naire. 
All responses which you make to this questionnaire will remain 
confidential to the Oklahoma State University research team. You are 
not asked to provide your name, and neither you.nor your school will 
be identified either during this study or in its written results; 
therefore, please feel free to express you~ sincere perceptions of the 
importance of statements which comprise this instrument. 
To insure valid results, it is.imperative that ydd respond to all 
questions and return this questionnaire in the self-a ressed envelope 
which is enclosed. 
BIOGRAPHICAL DATA: (circle the characteristics below which best 
describe you) 
1. Age: 20-30 I 31-40 I 41-50 I 51-60 I over 60 
2. Sex: Male I Female 
3. Marital Status: Married I Separated I Divorced I Widowed / Single 
4. Number of Children: None I 1 I 2 I 3 I 4 I 5 I 6 or more 
5. Total Teaching Experience: 0-2 yrs. I 3-5 yrs. I 6-10 yrs. / 
11-15 yrs. I 16+ yrs. 
6. Experience in Present Position: 0-2 yrs. I 3-5 yrs. I 6~10 yrs. / 
11+ yrs. 
7. Degrees Held: B.A. I BiS• I M.S. I M.S. plus hours I Ed.S. ·/ 
Ed .D. I Other 
8. Is your t~aching salary the primary 
source (over 50%) of your family's income? YES / NO 
9. In what size city did you grow up? Under 5,000 I 5,001-20,000 / 
over 20,000 
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The Teacher Need Satisfaction Inventory 
Purpose: This questionnaire is designed to measure certain factors.of 
the school which are considered important in satisfying the 
personai needs of teachers. 
Directions: 
1. Your task, as respondent to this questionnaire, is that of arranging 
given statements on two vertical lines which are called continuums. · 
These continuums are scaled; that is, they are numbered. They re-
flect your view of the importance of the given statements, and 
range from "MORE'' important with a scale. value of 100, to "LESS'' 
important with a scale.value of O. As you place a statement on a 
continuum, you give it a numerical meaning so that not only does 
its position have meaning, but also, distances between positions 
have meaning • · 
2. Each of the given statements will be placed.on two continuums; the 
"Importance To Me" continuum, and the "Importance To My School" 
continuum. 
A. The "Importance To Me"' continuum represents the importance of 
each statement as it pertains to you personally. ~important 
is the statement to you? 
B. The "Importance To My School'.' continuum represents the impor-
tance of each statement as you~ your school.placing value 
upon it. For example, if the statement reads "To have clear 
school.policies," and you see your school's policies as being 
vague, you should indicate that this factor is not valued to 
a great extent by your school. Thus, it should be placed 
toward the "LESS". important·end of the contim.lum. NOTE: here 
you.must arrange the statements on the continuum AS YOU SEE THE 
SITUATION TO BE, NOT AS YOU FEEL IT SHOULD BE. 
3. To place a.statement on a continuum, draw a short horizontal line 
through the continuum at the point which you feel represents the 
importance of the statement. Then, write the number of the state-
ment innnediately to the right.of the horizontal line.-Here.is an 
example of a·completed set of continuums: 
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Example 
Statements Cc;>ntinuums 
Importance Importance 
To Me To My School 
1. Larger Salaries. 100 (MORE) 100 (MORE) 2. Shorter Work Week. ~L- 1. 
3. More·Fringe Benefits. _._ 2. 
_,_ 2. 
_.._ 3. -... 3. 
--
1. 
0 (LESS) 0 (LESS) 
The example above ind~cates that larger salaries (1.) are very important 
to me, but my school's salary schedule (1.) is far from optimum in my 
view. To me, a shorter work week (2.) is fa,irly important; to my school 
it (2.) is very important; The importance of fringe benefits .is the same 
(3.)(3.); that is, the school is providing just enough fringe benefits 
to satisfy me. 
Statements 
Importance 
To Me 
1. To have clearly stated, and 
enforce4, school policy which 
provides protection for teachers 
from irate parents. 
lOO (MORE) 
2. To have enough materials for the 
teacher to do an adequate job in 
class. 
3. To have a clearly stated, and 
enforced, school policy concern-
ing student conduct. 
4. To have a definite and stable 
schedule of upcoming activities, 
classes, and events for the 
school term. 
S. To have school participation in 
health and liability insurance 
programs for teachers. 
6. To have.a clearly stated school. 
policy with respect to the 
responsibilities of teachers. 
7. To know, well in advance, .where 
and what you will be teaching. 
8. To have clear administrative guide-
lines for teachers on how teachers 
should conduct themselves. 
9. To haye teachers' c0ntracts.issued 
well in advance of the beginning 
of the school year. 
90 
80 
70 
60 
so 
40 
30 
20 
10 
10. To have strong administrative back- 0 '(~L-:::::1:::-=­
ing for teachers in all·areas of S) 
their wo"J;"k. 
11. To.have physical facilities which 
are safe in terms of fire, storms, 
accidents, etc. 
12. To have consistent administrative 
backing of teachers with respect 
to student disciplinary m~tters. 
8S 
Continuums 
Importance 
To My School 
lOO (MORE) 
90 
80 
70 
60 
so 
40 
30 
20 
10 -
O (LESS) 
Statements 
1. To have social activities where 
teachers can relax and really get 
to know each other. 
2. To have a close personal and work-
ing relationship with other teachers 
within my arE~a of specialization. 
3. To have social activities which 
include both teachers and the 
administrative staff. 
4. To have the feeling that students 
and teachers are a cooperative group 
working together for the benefit 
of themselves and others. 
5. To have.the feeling of·being a 
necessary part o:t; the entire 
school program. 
6. To feel a close bond with my 
fellow teachers. 
7. To have a helpful situation where 
teachers work together and share 
ideas. 
8. To feel a close bond with my 
admin;istration. 
9. To fe.el welcome in the principal' s 
office. 
10. To have faculty unity; that is, 
a close knit group feeling. 
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Coniinuums 
Importanc.e 
To Me 
lOO (MORJ!:) 
90 
80 
70 
60 
50 
40 
30 
20 
10 
O (LESS) 
Importance 
To My School . 
lOO (MORE) 
90 
80 
70 
60 
50 
40 
30 
20 
10 
O (L SS) 
Statements 
1. To have quality teaching 
recognized by the school~s 
admini1:1tration. 
2. To be told by the.principal 
that I· am doing a good· job and. 
contributing to the school effort. 
3. To be recognized as.a good teacher 
by students and other teqchers. 
4. To be viewed as a professional·by. 
those who.are outside the school 
system. 
5. To have an administration which 
DOES NOT have a parental attitude 
toward teaGhers. 
6. To ·have·scliool.programs throughout· 
th~ yeal" which wil.1 allow teachers to 
display .their teaGhing accomplishments~ 
7. To have an administration which makes 
the faculty feel they are.a mea~ingful 
part of the.decision-making proce$s of 
the school.· 
8 •. To -have an administration which views. 
teachers .as professionals rather than 
as a.work.force. 
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Continuums 
Importance 
To Me 
lOO (MORE) 
90 
80 
70 
60 
50 
40 
30 
20 
10 
O (L. SS) 
Importan.ce 
To My School 
lOO (MORE) 
90 
80 
70 
60 
50 
40 
iJ 
30 
20 
O (LESS) 
1. 
Statenients 
To have· an exce:J.lent in-s.ervice 
training program anda pr<;>fessional· 
librafy for the teaching staff. 
2. To be allowed to enter into a new 
way.of.teaching. 
3. To have freedom in what. I will 
teaGh and how.I will teaGh it. 
4. To pursue my own.goal~ for each 
class with only minimum.guidelines 
from the administration. 
5. To be in a situation where "respect 
for the dignity ofthe individual" 
is the common practice •. 
6. To be accepted for my true s~lf and 
ideals. 
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Cqt1tinuums 
Importance 
To Me 
90 
80 
70 
60 
50 
40 
30 
20 
10 
O (LESS) 
Importance 
To My.School 
lOO (MORE) 
90 
80 
70 
60 
50 
40 
30 
20 
10 
O (LESS) 
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This next question is MOST IMPORTANT to the results of this study.· 
We ask that when answe:i:ing this question you disregard factors external 
to your school situation; that is, that you.disregard such things as 
the distance you must.travel to work, the.fact.that you own your own 
home, that·you have good neighbors; etc. In other words, select an 
answer based solely upon factors of your work environment.' 
Check the one statement below which best describes your feelings: 
IN VIEW OF FACTORS WITHIN MY WORK ENVIRONMENT ONLY, at this time 
I.feel that I would li~e a change in teaching assignment from my 
present position to one in another school. 
IN VIEW OF FACTORS WITHIN MY WORK ENVIRONMENT ONLY, at this time 
--· I· feel that I wol,lld ~ like a change· in .. teaching assignment from 
my present position to one in another school. 
ONE FINAL QUESTION! ! ! 
Check the one statement below which best describes you: 
Within the past year I have requested and received a transfer 
~- within my present school system. 
Within the past year I have not requested and have not received 
a transfer within my present school system. 
Within the past year I have requested a transfer within my present 
school system but the transfer was denied. 
Within the past year I have not requested a transfer, but I have 
been transferred within my present school system. 
Our sincere thanks for yo~r 
cooperation and time. 
APPENDIX B 
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Personal Data 
1. What is the pqpulatioQ. (approximate) of the c:f_ty where you now 
reside?. 
-------
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2. Approximately how many students are enrolled in the school wbere. 
you now· teach? ·-----
3. What is your present position, (principal, teacher, etc.) 
4. If you.are a teacher, What grade level do you teach? -------
To.formation 
People have personal needs which they constantly attempt. to satisfy. 
These needs can be generally categorized under the following headings:. 
(a) Safety Needs --.includes physical.safety and psychological 
safety. 
(b) Belongingness and love needs --.includes both a group and 
individual aspect. 
(c) Esteem Needs -- includes both the respect from others and self-
respect. 
(d) Self-actualization .Needs -- to be what one is able to become, 
to utilize all of tbe resources of one's being. 
Instructions 
List two specific h.ctors at your school which you feel are most 
important with respect to satisfying youi; safety needs .(either physical 
or psychological). Be very specific in.your.answer, that is, list 
concrete rather· than highly abst:i;·act factors. 
1. 
2. 
List'two specific factors at your school which you feel are most 
important with respect to satisfying your belongingness and fove ~· . 
Be specific. 
1. 
2. 
List two.specific factors at your school which you feel are 
most important with respect to satisfying your esteem needs.· Again, 
be specific. · 
1. 
2. 
List .two specific factors at your.school which you feel are 
most important with respect to satisfying youi; self-actualization needs. 
Be as .specific as possible. 
1. 
2. 
APPE~IX C 
QUESTIONNAIRE FOR GATHERING GENERAL NEED LEVEL FACTORS 
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Personal·Data 
1. Wh~t is the population (approximate) of the city where.you now· 
reside?. 
2. Approximately how many students are·enrolled in, the school where 
you are now teaching?·------
3. What is your present position (principal, teacher, etc.) 
4. If you are a teacher, what grade level do you teach? -----
Information 
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People have personctl needs which they constant].y attempt to 
satisfy; Maslow provides structure to these neeqs when he states that 
personal needs c~n be categorized as (1) safety needs, (2) belongingness 
and love, . (3) esteem needs, and (4) self-actualization needs. 
Given the following situation: You have just assumed the 
position of principal of a new school. There are very few external 
pressures or restrict;ions placed on you, as principal, with respect 
to policies or programs which. you.can structure aimeq at satisfying 
your teachers personal needs. 
In view of Maslow's needs categories above, list the five most 
relevant factors which you would attempt to maximize with respect ~ 
satisfying the personal needs of .your teachers. 
1. 
2. 
3. 
4. 
s. 
Now list .five things which you.consider to be·most relevant· 
wit;h respect to teacher.dissatisfaction. 
1. 
2. 
3. 
4. 
s. 
APPENDIX D 
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To the Principal 
The purpose of this pilot study is to establish the validity of an 
instrument entitled "The TeachAr Need Satisfaction Inventory." The 
validating technique which is being used is that of "known groups," a 
technique which establishes the differentiating power of the instru-
ment. In this study, the question to be answered is whether or not the 
instrument differentiates between those teachers who are "more satisfied" 
and those teachers who are "less satisfied" with aspects of their work 
environment. 
You, the principal, are asked to participate in this study since 
you know your teachers and can, therefore, establish these "known 
groups." 
Instructions: You are asked to provide the names of (1) three teachers 
in your school who you feel are most satisfied with 
their work environment and, (2) th'ree teachers in your 
school who you feel are least satisfied with their work 
environment. Simply write the names under the appropri-
ate categories below and return this sheet in the enclosed self-
addressed envelope. NOTE: Work environment refers to all aspects 
of the school situation; that is, physical, social, psychological, etc. 
MOST SATISFIED 
1. 
2. 
3. 
LEAST SATISFIED 
1. 
2. 
3. 
Information: These teachers will be sent a copy of the instrument along 
with an accompanying letter from the superintendent's 
office indicating school system approval for conducting 
the pilot study. All teachers will receive the same 
materials; that is, they will not be informed either that certain groups 
of more or less satisfied teachers have been identified or that they are 
a member of any selected group. This action has been taken to preclude 
any "waves" for you as a result of your participation in this study. 
Your cooperation is more than appreciated. If you have any 
questions concerning the methodology of the pilot or the upcoming 
study, please feel free to come by or call. Again, THANKS A MILLION! 
Sincerely, 
Larry A. Thomas 
Gunderson 304 
372-2879 (Home) 
372-6211 Ext. 6245-46 (Office) 
APPENDIX E 
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January 2, 1971 
To: A Selected Sample of Teachers, Public Schools 
-----
From: , Superintendent of Schools 
---------:--
Subject: The Attached Research Study 
Each year we get a large number of requests from graduate students 
and professors at both Oklahoma University and Oklahoma State Univer-
sity to allow research studies to be done in the Public 
Schools. Since we receive so many requests, most are turned down simply 
because we could not devote the time necessary to do them. Occasion-
ally, we do participate in such studies when the time element involved 
is not great and when the research involved promises to have some 
significance for us. 
The purpose of this memo is to provide an introduction to the 
research in which you are now being asked to participate. Your involve-
ment consists entirely of responding to the enclosed instrument which 
is entitled .The Teacher Need Satisfaction Inventory. It is my under-
standing that it will require approximately twenty minutes of your time 
to complete. 
The focus of this study is one which should be of particular 
interest to you in that it deals with identifying factors within the 
school environment which you perceive as being more or less satisfying 
with respect to your personal needs. 
You are one of 42 teachers who will comprise a sample representing 
the. Public School system. It is my understanding that 
the identification of individuals in this study is not necessary; there-
fore, you will not be asked to sign your name nor will you as an indivi-
dual be identified in any way. I hope you will feel that you can take 
time to participate since a large response will assure a more valid 
study. 
Thank you for your cooperation. 
AJ;'PENDIX F 
FOLLOW-UP LETTER SENT TO SAMPLED TEACHERS 
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January 10, 1971 
Dear Teacher 
Just a note of thanks for your cooperation and participation in 
our present research concerning the iden,tification of factors of .the 
school environment which either aid or hinder your personal satis-
faction •. 
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At this point, a large majority of the 200 sampled teachers have 
responded and returned their completed instruments to us. A very .. 
warm "thanks".is hereby extended. We are concerned, however, for we 
have not as yet received all of the instruments which were originally 
mailed.· In a study such as this, it is imperative that 100% of the 
sampled teachers respond to the instrument. Therefore, we actively 
solicit your help in obtaining the instruments which have not been 
received to date. Without them, the validity of the results of the 
study will be forever questionable. 
Again, let us point out that neither you nor your school will be 
identified in any way either during the study or in it's written 
results. We feel that we have taken every step to eliminate any 
threat which may be sensed by you as a participant in the study and we 
sincerely hope that we have succeeded in this effort. 
Thanks a million for your time!!! 
Very respectfully, 
The .Research Staff 
VITA 
Larry AlleQ Thomas 
Candidate for the Degree .of 
Doctor of Education 
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